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JOB SATISFACTION AND ORGANIZATIONAL COMMITMENT AMONG 
FACULTY AT TAIWAN’S HIGHER EDUCATION INSTITUTIONS
Yu-Ching Huang, Ed.D.
University of Nebraska, 2004
Advisor: Dr. Laura Schulte
The purpose of the study was to determine faculty members’ level of job 
satisfaction and organizational commitment and to determine the relationship between 
job satisfaction and organizational commitment. Two types of satisfaction were surveyed: 
intrinsic and extrinsic factors. Three types of commitment were surveyed: affective, 
normative, and continuance commitment. This study was delimited to faculty members 
at five institutes of technology in the Mid-Taiwan area.
The results of this study indicated that most faculty members were satisfied with 
their current jobs. Associate professors had a higher level of extrinsic satisfaction than 
instructors. Faculty members with a top administrative position had a higher level of 
extrinsic satisfaction than those who did not take on any administrative duty. The results 
also indicated that faculty members operated primarily from continuance commitment 
followed by affective commitment and normative commitment. Instructors had stronger 
continuance commitment than associate professors. Male faculty members had stronger 
affective commitment and normative commitment than female faculty members. The 
statistical analyses of this study support the model by Williams and Hazer of job 
satisfaction as a determinant of organizational commitment.
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In light of the findings, the following actions are recommended to the leaders in 
Taiwan’s higher educational system. First, school administrators should constantly be 
aware of the sources of job satisfaction and dissatisfaction among faculty members. 
Second, school administrators should continuously redesign the workplace and improve 
the way they manage their faculty and staff. Third, institutes of technology should be 
cautious as they begin to lay off the instructors. Finally, institutes of technology should 
establish a contract system to require those promoted faculty members, who have used 
the financial support program to pursue doctoral degrees, to stay with the institutions. 
Moreover, in an effort to possibly increase the stability of faculty members in vocational 
institutions, Taiwan’s education authorities should rethink the impact of the centralized 
management and the imbalanced appropriations and resources of universities and 
vocational institutions.
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Work-related attitudes and organizational behaviors have a significant effect on 
virtually every phase of an organization’s existence. The relationship between an 
employee and his or her employing organization has been studied extensively (e.g., 
Argyris, 1957; Mayo, 1987; Meyer & Allen, 1997). Employee job satisfaction and 
organizational commitment are among the most researched topics in the area of 
organizational behavior and education because of their impact on behavior at work (Testa, 
2001).
The topic of organizational commitment has continued to receive considerable 
attention from both academicians and practitioners. One reason for this attention is 
evidence showing that organizational commitment is an indicator of whether individuals 
may be (a) merely complying with directives; (b) performing effectively in their job; or 
(c) showing lower absenteeism, burnout, turnover, and tardiness (Porter, Steers, Mowday, 
& Boulian, 1974; Wiener & Vardi, 1980). Organizational commitment has been defined 
and measured in several different ways. Allen’s and Meyer’s (1990) multidimensional 
commitment construct incorporating three attitudinal components—affective, continuance, 
and normative commitment-has received particular attention. Affective commitment 
refers to an individual’s identification with, involvement in, and enjoyment of 
membership in a particular organization (Mowday, Steers, & Porter, 1979). Continuance 
commitment is defined as an individual’s willingness to remain with an organization 
based on the perceived costs of leaving (Becker, 1960). The third component of overall
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organizational commitment is normative commitment, which involves a feeling of 
obligation to remain with an organization after joining (Wiener, 1982).
People simultaneously hold many attitudes and experience complex emotional 
states (Hodson, 1991). Attitudes tend to influence each other and cluster themselves 
(Knoop, 1995). A person who has developed a favorable attitude toward one aspect of 
the job, based on unique experiences, is likely to react favorably to other related aspects 
of the job. One variable that might be used to predict commitment is job satisfaction.
Job satisfaction in the broadest sense simply refers to a person's general attitude toward 
the job or toward specific dimensions of the job (Hodson, 1991). It is defined as an 
attitude variable measuring the degree to which employees like their jobs according to the 
various aspects o f their jobs (Spector, 1997). Although some researchers argue that 
commitment precedes job satisfaction (Bateman & Strasser, 1984; Culver, Wolfle, & 
Cross, 1990), others found no evidence that job satisfaction is either an antecedent to or 
an outcome of commitment (Curry, Wakefield, Price, & Mueller, 1986; Koslowsky, 
Caspy, & Lazar, 1991). Many investigators have determined that job satisfaction 
causally precedes commitment (DeCotiis & Summers, 1987; Mathieu, 1988; Mathieu & 
Hamel, 1989; Williams & Hazer, 1986). Porter et al. (1974) suggested that job 
satisfaction represents a rather unstable and immediate affective reaction to the work 
environment, as compared to organizational commitment, which they consider to be a 
rather long-term, slower developing attitude toward the organization. The result of 
Williams’s and Hazer’s study demonstrated that there was less support for a causal link 
from commitment to satisfaction than for a path in the reverse direction. Thus, there does
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appear to be some support suggesting that job satisfaction leads to organizational 
commitment. In this study, it will be assumed that one who is satisfied with a job 
becomes highly involved in the work and committed to the organization.
Job satisfaction is the extent to which a person likes his or her job (Spector, 1997). 
It is a subjective response of individuals toward a given work condition. Most job 
satisfaction questionnaires have been based upon the two-factor theory of Herzberg, 
Mausner, and Snyderman (1959). This theory of job satisfaction uses both intrinsic and 
extrinsic factors (e.g., Minnesota Satisfaction Questionnaire and Job Diagnostic Survey). 
In the present study, the two-factor theory was selected as the foundation to develop the 
measurement of job satisfaction. The first set of factors, called motivator factors, 
contains components such as autonomy, advancement, recognition, responsibility, and 
achievement. The second set of factors, called hygiene factors, contains conditions 
surrounding the job, such as pay, status, policies, promotion, and job security (Robbins, 
2000). Dessler (1980) posited that intrinsic rewards exert a stronger effect on 
organizational commitment than do extrinsic rewards. This study will seek to determine 
if motivator (intrinsic) factors or hygiene (extrinsic) factors are significantly related to 
affective, continuance, and normative commitment.
In today’s world, change has become a way of life for organizations and 
organizational members. In recent educational reform and restructuring, one focus has 
been on developing ways to improve staff commitment to schools. Organizations ought 
to have some understanding of faculty overall levels of job satisfaction and organizational 
commitment, especially when changes are being contemplated. Each faculty member is
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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an important part of a school. He or she interacts more often and with greater numbers of 
students than anyone else in the school organization. The work of faculty makes a 
difference in whether students are held accountable, helped, encouraged, and heard. 
Having a quality school depends not only on excellence in facilities, administration, or 
size of campus, but also on trustworthy relationships and a stable, predictable faculty 
work force.
In Taiwan’s highly competitive environment, the country’s higher education 
institutions need to improve the effectiveness of the school organization by increasing 
faculty members’ level of job satisfaction and organizational commitment. This need can 
be traced to (a) the huge expansion in the number of higher education institutions, (b) the 
shrinking of the traditional-age college population, and (c) increased competition among 
universities for more highly qualified students and faculty. There are 154 higher 
education institutions in Taiwan, according to the Statistics from the Ministry of 
Education. This is quite a change from 1950, when Taiwan had only one comprehensive 
university, three four-year colleges and three junior colleges. Currently, many of 
Taiwan’s institutes of technology are trying to promote themselves to universities, and 
thus they are initiating financial support programs for faculty to pursue doctoral degrees. 
However, the turnover rate of faculty with an academic rank above assistant professor is 
a growing area of concern in Taiwan’s vocational educational system. Some of the 
faculty members are leaving institutes of technology for comprehensive universities after 
they are promoted to assistant/associate professors. It is obvious that the institutes of 
technology cannot get a return from their investment on faculty academic rank
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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promotions when this is occurring. Therefore, understanding the factors that precede 
organizational commitment can enhance better administrative decisions for the financial 
support program of faculty to pursue doctoral degrees.
The Purpose of the Study 
The purpose of the study was to determine faculty members’ level of job 
satisfaction and organizational commitment and to determine if there were significant 
differences in faculty members’ level of job satisfaction and organizational commitment 
when grouped by demographic variables (age, gender, marital status, length of 
employment, academic rank, and the presence or absence of an administrative duty). 
Furthermore, this study determined the relationship between faculty members’ level of 
job satisfaction and their level of organizational commitment.
Research Questions
1. What are faculty members’ levels of job satisfaction in Taiwan’s higher education 
institutions?
2. What are faculty members’ levels of organizational commitment in Taiwan’s 
higher education institutions?
3. Is there a significant relationship between faculty members’ level of job 
satisfaction and the following demographic variables: (a) age, (b) gender,
(c) marital status, (d) length of employment, (e) academic rank, and (f) 
administrative duty?
4. Is there a significant relationship between faculty members’ level of 
organizational commitment and the following demographic variables: (a) age,
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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(b) gender, (c) marital status, (d) length of employment, (e) academic rank, and (f) 
administrative duty?
5. Can faculty members’ level of job satisfaction significantly predict their level of 
organizational commitment?
Theoretical Perspective 
Williams’ and Hazer’s (1986) causal model of the antecedents of organizational 
commitment served as a framework for this study. Williams and Hazer indicated that the 
major focus of the commitment literature has been to identify antecedents of commitment 
from a variety of categories. These categories have included personal characteristics, 
work experiences, job characteristics, organizational factors, and role-related factors 
(Bateman & Strasser, 1984; Mathieu & Zajac, 1990). However, Williams and Hazer 
observed that the primary mechanism through which these factors have been assumed to 
influence commitment is an exchange process. That is, “through a process of the 
evaluation of costs and benefits, individuals’ needs and desires are satisfied, and the 
resulting affective state becomes associated with the organization, which has provided the 
job and its associated characteristics and environment” (Williams & Hazer, p. 230). They 
proposed that organizational commitment results from this association. Williams’ and 
Hazer’s model shows that satisfaction is a determinant of organizational commitment and 
that other personal and organizational characteristics influence commitment indirectly 
through their impact on job satisfaction. The result of Williams’ and Hazer’s study 
demonstrated that there was less support for a causal link from commitment to
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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satisfaction than for a path in the reverse direction. They concluded that job satisfaction 
should be considered as a causal factor in organizational commitment.
Delimitations of the Study 
A complex set of variables may be seen as antecedents, correlates, and 
consequences of organizational commitment. This study was delimited to job satisfaction 
as the major antecedent of organizational commitment.
Because of population availability and researcher access support, this study was 
delimited to faculty members at institutes of technology in the Mid-Taiwan area. There 
are 14 such institutes in the Mid-Taiwan area, according to the Statistics from the 
Ministry of Education.
Limitations of the Study 
There were three limitations that affect the generalizability of the findings in this
study.
First, the results of this study could not be generalized beyond the stated 
population, faculty members at institutes of technology in the Mid-Taiwan area. Second, 
the findings of the study were limited to the extent that the subjects were willing to report 
their true feelings and beliefs. Third, faculty members responded to the survey as a 
matter of perception. The participant responses might be influenced by their personal 
definitions, and they might tend to provide socially desired answers.




Affective commitment describes an employee's emotional attachment to, 
identification with, and involvement in the organization. The commitment is based on a 
desire to stay in an organization (Allen & Meyer, 1990).
Continuance Commitment
Becker (1960) saw continuance commitment as cost-based. It is a behavioral 
view of commitment and describes an attachment to an organization based on employees 
making certain investments or side-bets in their organizations, for example, tenure toward 
pensions, promotions, and work relationships. These investments by the individual may 
not carry over to other institutions, so they reduce the attractiveness of other employment 
opportunities. Commitment is, therefore, an outcome of inducements or exchanges 
between an individual and an organization. It is a commitment to the organization based 
on a need to stay.
Normative Commitment
Normative commitment is “the totality of internalized normative pressures to act 
in a way which meets organizational goals and interests” (Wiener, 1982, p. 421). 
Normative commitment is obligation-based in which individuals have a feeling of 
obligation to continue employment because they should do so (Allen & Meyer, 1990). 
Organizational Commitment
Organizational commitment is an attitude that reflects an individual’s 
identification with and attachment to the organization (Moorhead & Griffin, 1995). It is
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the degree to which an employee identifies with a particular organization and its goals 
and wishes to retain membership in the organization (Blau & Boal, 1987).
Institutes of Technology
Institutes of technology are on the vocational education track in Taiwan’s higher 
education system. Institutes of technology offer 2- or 5-year junior college programs, 2- 
or 4-year bachelor programs, and master programs. Both 2-year junior colleges and 4- 
year bachelor programs admit senior high school or senior vocational school graduates, 
while 5-year junior colleges admit junior high school graduates. Students from 2-year 
junior colleges may be admitted to 2-year bachelor programs (see Appendix A).
Job Satisfaction
Job satisfaction is a person’s affective or emotional response to his or her current 
job conditions (Kalleberg, 1977). Simply put, job satisfaction is the extent to which a 
person likes his or her job (Spector, 1997).
Two-Factor Theory
In 1959, Herzberg et al. conducted a study examining job-related incidents that 
were associated with positive and negative feelings. The two-factor theory attempts to 
explain how job satisfaction is affected by extrinsic and intrinsic job factors. Extrinsic 
factors include things such as salary, policies, job security, and working conditions, while 
intrinsic factors refer to things such as responsibility, achievement, advancement, and 
recognition.
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Significance of the Study
Contribution to Research
In searching the relevant literature, several research studies relating to the topic of 
job satisfaction and organizational commitment were found (e.g., Bateman & Strasser, 
1984; Chung, 2001; Mathieu & Zajac, 1990). Although organizational and professional 
commitment have been studied among diverse professional groups, only a few studies 
have addressed commitment among teachers (Wiener & Gechman, 1977) and university 
employees (Allen & Meyer, 1990; Meyer, Allen, & Gellatly, 1990; Welsh & LaVan, 
1981). No studies were located that related job satisfaction to faculty members’ 
organizational commitment at Taiwan’s higher education institutions. The present study 
made a contribution to the research literature regarding the antecedents of affective, 
continuance and normative commitment at higher education institutions.
Contribution to Practice
The results of this study also provided information to Taiwan’s higher education 
leaders regarding faculty members’ level of job satisfaction and organizational 
commitment. The commitment construct’s potential in explaining turnover and other 
organizational behavior may be beneficial to current school leaders in redesigning the 
workplace. Finally, the results of this study may assist institutions in making major 
administrative decisions, such as which faculty member to include in the financial 
support program to pursue a doctoral degree.
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Organization of the Study
The dissertation is divided into five chapters.
Chapter II contains a review of selected, relevant literature. This chapter provides 
a conceptual framework for the study. The material is divided into three major areas of 
interest, with emphasis on job satisfaction, organizational commitment, and the 
relationships between job satisfaction and organizational commitment.
Chapter III covers the design of the study, which also includes a description of the 
population surveyed and the instruments used to gather data.
Chapter IV reports the research findings of the study. A statistical analysis of the 
data is conducted, and the results are provided in several formats.
Chapter V contains a discussion of the findings drawn from the data analysis. It 
presents several recommendations based on the results of the study, including 
recommendations for further study.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Chapter II 
Review of Literature 
This study was concerned with job satisfaction and organizational commitment. 
Both have been topics of discussion dating back to the early 1900s. In general, both refer 
to the nature of the relationship between the member and the organizational system. In 
the present chapter, the literature on job satisfaction, organizational commitment, factors 
influencing job satisfaction and organizational commitment, and the relationship between 
job satisfaction and organizational commitment are reviewed.
Job Satisfaction
Definition of Job Satisfaction
Job satisfaction refers to an individual’s positive or negative attitude toward his or 
her job (Robbins, 2000). Job satisfaction can be defined as “an overall affective 
orientation on the part of individuals toward work roles which they are presently 
occupying” (Kalleberg, 1977, p. 126). Job satisfaction can also be defined as the extent 
to which rewards actually received meet or exceed the perceived equitable level of 
rewards (Porter, 1961). Simply put, job satisfaction is the extent to which a person likes 
his or her job (Spector, 1997).
There are two approaches regarding the conceptualization and definition of job 
satisfaction. The first approach examines a macro or global job satisfaction, in which the 
survey instrument is designed to assess the overall feelings about a job. Although job 
satisfaction is viewed as a composite phenomenon, the emphasis is on the overall
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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evaluation of job satisfaction (Jayaratne, 1993). The survey question simply asks 
“Overall, do you feel satisfied with your job?”
The second approach emphasizes various facets of job satisfaction, in which the 
survey instrument measures different aspects of the job separately. It is universally 
accepted that job satisfaction is the extent to which an individual is satisfied with 
different aspects of the job (Jayaratne, 1993). Overall job satisfaction is a result of 
combinations of a multifaceted evaluation of the job. Commonly measured facets 
include satisfaction with pay, promotions, supervision, job security, workload, and 
working conditions.
Job satisfaction is important for three reasons:
First, the humanitarian perspective is that people deserve to be treated fairly and 
with respect. Job satisfaction is to some extent a reflection of good treatment.... 
Second, the utilitarian perspective is that job satisfaction can lead to behavior by 
employees that affects organizational functioning... Furthermore, job satisfaction 
can be a reflection of organizational functioning (Spector, 1997, p. 2).
Historical Background
In the early 20th century, managers and researchers did not pay much attention to 
job satisfaction and its related phenomena. In 1916, Frederick Taylor introduced the 
principles of scientific management (managers before this development had focused on 
getting the maximum output from a worker for a minimum input of energy and resources.) 
His theory, called Taylorism, assumed that all employees could be motivated by financial 
incentives, but the impact of emotional and psychological factors was ignored.
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Two theorists of early human relations provided an important dedication to these 
factors. Follett was among the first to speak out on the importance of satisfied workers to 
organizational efficiency. In 1926, Follett proposed that a good leader should give his or 
her workers the chance for self-fulfillment (Follett, reprinted 1996). Mayo’s Hawthorne 
Experiments (1924-1932) also changed the outlook of researchers and managers toward 
employee attitudes. Mayo (1987) noted the importance of special attention or recognition 
to persons in an organization. According to the Hawthorne Experiments, science and 
technical skills were necessary in production, but for efficiency, considering individuals’ 
needs was also important. An organization should utilize the teamwork method and try 
to create a sense of belonging among workers. If a worker did not find companionship at 
the workplace, the worker would feel isolated and ostracized and generally tended to be 
dissatisfied with the position. He concluded that giving employees motivation to 
dedicate themselves to tasks could satisfy human beings’ needs.
Robert Hoppock (1935) was the first person who published a book related to job 
satisfaction. According to Hoppock, if the presence of a particular factor leads to job 
satisfaction, then the absence of this factor causes job dissatisfaction. He found different 
levels of satisfaction among different occupations. Professional, executive, and 
managerial employees were in the most satisfied group, while unskilled manual laborers 
were the least satisfied. This study laid the foundation for future empirical research on 
job satisfaction.
Many researchers studied worker motivation and human needs in order to 
examine job satisfaction. Maslow (1943) proposed that human needs and priorities were
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related to the fulfillment of a needs hierarchy. According to Maslow’s theory, the needs 
hierarchy included: physiological, safety, love or belongingness, self-esteem, and self- 
actualization needs. McGregor (1960), in his development of Theory X and Theory Y, 
sought to establish the relationship between the perception and interaction of 
organizational personnel with basic assumptions about human nature. The assumption 
under Theory X was that employees inherently dislike work, so external control was the 
only way to achieve desired goals. The assumption under Theory Y was that a 
committed employee would exercise self-direction and take on responsibility. He 
believed in the assumptions of Theory Y and proposed that participation in decision­
making, challenging jobs, and good interpersonal relationships would maximize job 
motivation (Robbins, 2000).
In the late 1950s, two important new studies were published concerning job 
satisfaction. Argyris (1957) proposed that the needs of mature individuals are often 
incongruent with the requirements of the formal organization. In this view, forcing 
people to stick to rules and simply take orders from supervisors makes the employees 
passive, dependent, and subordinate. Managers should encourage employees to take on 
responsibilities. Jobs should be designed to satisfy employees’ needs, because it is only 
in this way that effective employee performance can be ensured in the long run. The 
two-factor theory of Herzberg et al. (1959) proposed that two factors affect job attitudes. 
The hygiene factor is extrinsic to the job and includes company policy and administration, 
supervision, interpersonal relationships, working conditions, salary, status, and security.
If an organization gets rid of some hygiene factors that cause job dissatisfaction, then
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employee dissatisfaction may be avoided. However, it does not mean that the employees 
would be more positive and satisfied with their jobs. The motivator factor is intrinsic to 
the job and contributes to job satisfaction. Motivator factors include achievement, 
recognition for achievement, the work itself, responsibility, and advancement. Building 
upon the theoretical groundwork of Maslow, Herzberg et al. proposed that a job should 
provide opportunity for achievement, recognition, responsibility, advancement, and 
growth opportunity, in order to satisfy the higher-order needs of employees.
Since the 1960s, many efforts to improve job satisfaction have focused on 
redesigning the work environment to satisfy employees’ higher-order needs (Reiner, 
1998). In 1975, Hackman and Oldham introduced a new strategy, job enrichment, to 
improve motivation, satisfaction, and performance. In their thinking a person’s job 
motivation and satisfaction depends on his or her experiencing meaningfulness of the 
work, responsibilities for outcome of the work, and knowledge of the actual results of the 
work activities (Hackman, Oldham, Janson, & Purdy, 1987).
Today, interest in the job satisfaction of individuals in numerous occupations has 
been increasing. Organizations seek to develop an understanding of job satisfaction to 
resolve recruitment, retention, productivity and performance problems. While there 
exists a significant interest in raising the level of satisfaction among employees, it is still 
important to clarify the sources of job satisfaction.
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Theories of Job Satisfaction
Human needs and motivation theories. Human needs direct motivation. All 
motivation is derived from tension when human needs are unsatisfied. Maslow’s (1943) 
theory laid the foundation for empirical research on human behaviors and attitudes. The 
lowest level in Maslow’s hierarchy of needs contains the physiological needs, followed 
by safety needs, social needs, ego needs, and self-actualization needs. In general, the 
lower levels of needs must be fulfilled before higher-order needs can be satisfied. 
However, researchers have not found much support for Maslow’s theory. Employees still 
seem to value “bread and butter” issues like security and pay much more highly than 
noneconomic factors such as how much variety the job provides (Dessler, 1980).
Because it would be difficult to conduct empirical research to support Maslow’s needs as 
a neat five-step hierarchy, some researchers have attempted to reformulate Maslow’s 
theory in various ways. Alderfer (as cited in Dessler, 1980) classified needs as either 
existence (food and shelter), relatedness (affiliation), or growth needs. McClelland (as 
cited in Robbins, 2000) proposed three major motives in the workplace: the need for 
achievement, the need for power, and the need for affiliation.
Expectancy theory. In 1964, Vroom’s expectancy theory proposed that an 
individual’s job satisfaction is a function of the discrepancy between what is expected 
from the job and what is received (as cited in Robbins, 2000). What is received is viewed 
as having either some tangible or intrinsic value (Jayaratne, 1993). There are three 
variables in Vroom’s discrepancies: attractiveness of the potential outcomes, the belief 
that effort will lead to performance, and the expectation that good performance will lead
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to the attainment of a desired outcome (as cited in Robbins, 2000). Regarding the 
measurement of job satisfaction, one has to look at what people want, what people feel 
they should receive, and what people expect to receive (Lawler, 1973). Therefore, an 
individual’s overall job satisfaction would be determined by summing the discrepancies 
between “what an individual receives and wants (values), receives and needs, and 
receives and expects” (Jayaratne, 1993, p. 113).
Two-factor theory. In their 1959 study of “the motivation to work,” Herzberg et 
al. explored job satisfaction and human needs. One set of needs can be determined as 
stemming from human nature: the built-in drive to avoid pain from the environment and 
all the learned drives to adapt to the environment to fulfill basic biological needs 
(Herzberg, 1964). The stimuli for inducing dissatisfaction-avoidance behavior can be 
found in the job environment. The extrinsic factors or hygiene factors related to 
dissatisfaction avoidance include: salary, status, security, interpersonal relationships, 
supervision, working conditions, and policy and administration. The other set of needs is 
related to the individual’s ability to achieve and through achievement to experience 
psychological growth. The stimuli for growth needs come out of the job content in the 
work place. These intrinsic factors or motivator factors related to growth include 
achievement, recognition for achievement, the work itself, responsibility, and growth or 
advancement.
These theories are often utilized in the studies of understanding employees’ job 
satisfaction and predicting employees’ job performance. Job satisfaction is a subjective 
response of individuals toward work. Job satisfaction is also an individual’s perception
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in which each employee assesses his or her work experience in the context of personal 
background and environmental factors. Because job satisfaction is a subjective and 
personal attribute, it is not easy to measure.
Environmental Factors Affecting Job Satisfaction
Building upon the theoretical groundwork of Maslow (1943) and Herzberg et al. 
(1959), many researchers tried to identify the attributes of the work environment related 
to job satisfaction that met the higher-order needs of self-esteem and self-actualization. 
Turner and Lawrence (1965) identified six key attributes of a job that contribute to the 
satisfaction of higher-order needs. These attributes are variety, autonomy, required 
interaction, optional interaction, knowledge and skill required, and responsibility. 
Hackman and Lawler (1971) proposed the dimensions of variety, autonomy, task identity, 
feedback, dealing with others, and friendship opportunities.
In the development of the Job Diagnostic Survey, Hackman and Oldham (1975) 
distinguished five core dimensions of the work environment that are critical to the 
fulfillment of higher-order needs. The components linked to the psychological state of 
experienced meaningfulness of work include: skill variety, task identity, task 
significance, autonomy, and feedback. Skill variety refers to “the degree to which a job 
required a variety of different activities in carrying out the work, which involve the use of 
a number of different skills and talents of the employee” and task identity is “the degree 
to which the job requires completion of a whole and identifiable piece of work—that is, 
doing a job from beginning to end with a visible outcome” (Hackman & Oldham, p. 161). 
Task significance is “the degree to which the job has a substantial impact on the lives or
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work of other people—whether in the immediate organization or in the external 
environment” (Hackman & Oldham, p. 161). Autonomy is linked to the psychological 
state of experiencing responsibility for outcomes of the work. Feedback from the job 
itself and from the supervisors or coworkers is linked to this psychological state. Other 
variables related to job satisfaction are role stress (role ambiguity and role conflict), 
interpersonal relationships, and the working conditions.
Demographic Factors Affecting Job Satisfaction
In attempting to identify the factors that have an impact on employee job 
satisfaction, considerable attention has been devoted to the characteristics of the 
individual (Reiner, 1998). Demographic variables often examined include age, gender, 
marital status, and length of employment.
Age. Many studies of age-related effects on employee job satisfaction have been 
reported (Rhodes, 1983; Warr, 1990,1992). It is generally believed that older employees 
tend to report higher satisfaction than younger ones (e.g., Doering, Rhodes, & Schuster, 
1983; Warr, 1992). Some arguments have been presented to account for this tendency for 
older employees to report greater job satisfaction than younger ones. First, prestige and 
confidence are likely to increase with age, so older employees are likely to report higher 
levels of job satisfaction (Bedeian, Ferris, & Kacmar, 1992). Second, older workers 
might lower their expectations of the job through their experiences, compared to younger 
people who might have higher expectations and standards. As the perceived gap between 
actual and ideal work conditions becomes smaller, it is likely to generate more positive 
work attitudes (Oswald & Warr, 1996).
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Some studies have found that job satisfaction increases linearly with age (Boker, 
1994; Quinn & Staines, 1979; Weaver, 1980), while others report that the relationship is 
U-shaped, declining in the early years of employment and then increasing steadily up to 
retirement (Oswald & Warr, 1996; Warr, 1992). Two processes of expectation can 
explain the U-shaped relationship between job satisfaction and age. First, young 
employees may feel satisfied with their job, because the unemployment rate is high, and 
they feel pleased to have a prestigious job compared to their peers. Second, as employees 
gain more experience, they also gain information about the nature of their work to 
compare against their prior expectations (Oswald & Warr). It would appear from the 
literature that age may be a predictor of job satisfaction.
Gender. The findings of the research on the relationship between gender and job 
satisfaction in various occupations have been contradictory. No conclusive evidence with 
regard to the levels of satisfaction among men and women has been reported from several 
studies (Brief & Oliver, 1976; Brief, Rose, & Aldag, 1977; D'Arcy, Syrotuik, &
Siddique, 1984; Goh, Koh, & Low, 1991; Shapiro & Stem, 1975). However, research on 
psychologists found that female employees tend to be less satisfied than their male 
colleagues regarding salary, promotion, opportunities, and overall respect for them as 
professionals (Black & Holden, 1998). Research on both public- and private-sector 
employees of different occupations and work positions indicated that females are 
significantly less satisfied than males in relation to pay and satisfaction with the physical 
environment (Reyhan, 1998). Research on teachers found that female teachers are 
significantly more satisfied with their professional role as a teacher than their male
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counterparts (Ma & MacMillan, 1999). One study found that the satisfaction of men is 
linked to the level of supervision, autonomy, and position, while the satisfaction of 
women is linked to the level of complexity, cleanliness, and income (Miller, 1980).
In summary, it appears that gender alone is not a direct determinant of job 
satisfaction. The differences in satisfaction among employees seem to depend on 
different occupations and job characteristics.
Marital status. A large number of studies have found that married workers are 
more satisfied than single workers (e.g., Bersoff & Crosby, 1984; Tait, Padgett, & 
Baldwin, 1989). However, some studies have found no significant differences in job 
satisfaction between married and unmarried individuals (e.g., Lottinville & Scherman,
1988). Similar to gender, the correlation between marital status and job satisfaction 
cannot be generally applied across different occupations or the same occupation in 
different localities. Marital status alone does not appear to be a direct determinant of job 
satisfaction. Any differences discovered seem to be situational and are linked to other 
environmental and societal factors.
Length of employment. In general, the effects of length of employment would be 
expected to be highly correlated with the effects of age. A positive linear relationship has 
been found between tenure and job satisfaction (Hunt & Saul, 1975). Similar to the U- 
shaped curve sometimes reported in studies of age and job satisfaction, one study found 
that employees with little experience have high levels of satisfaction, then this level drops 
gradually until 16 years of service. After that point, the level of satisfaction rises again 
gradually (Burke, 1989). The explanation is that the new employees may find the job
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challenging and have the motivation to work hard to seek promotions. As the experience 
increases, they may begin to stabilize in the organization and sense that there is little or 
no challenge or promotion opportunities left in the job. They may become skeptical 
about finding fulfillment in their careers. Their levels of job satisfaction may be reduced 
until they reach the stage of preparing for retirement.
Academic rank. Faculty attitudes toward their job change as they “progress 
through the faculty ranks and as their careers place different demands on them” (Baldwin, 
1990, p. 20). A change in rank brings different expectations, a change in responsibility, 
academic reputation, and salary. Tack and Patitu (1992) found academic rank to be a 
powerful variable in the satisfaction of faculty, with full professors expressing more job 
satisfaction than assistant or associate professors. Promotions in rank alter faculty’s 
focus, concerns, and subsequent goals, and thus, influence their affective attitudes toward 
their jobs.
Research on Job Satisfaction
Job satisfaction research can be divided into three categories (Reiner, 1998). In 
the first category, job satisfaction can be examined as a dependent variable where the 
goal is to identify the factors that influence job satisfaction. The factors reviewed include 
personal characteristics o f the individual, perception of the work environment, and 
attributes of the work itself (Iiacqua & Schumacher, 1995).
The second category of job satisfaction research considers job satisfaction as an 
intermediate variable relating characteristics of the work environment and employee 
turnover (Cammann, Fichman, Jenkins, & Klesh, 1983). Job satisfaction can also be
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considered an intermediate variable in examining the relationship between characteristics 
of the work environment and individuals’ organizational commitment. For example, in 
reviewing the influence of personal and organizational characteristics on organizational 
commitment, the results show that all of the proposed determinants might have effects on 
organizational commitment indirectly via job satisfaction (Williams & Hazer, 1986).
The third category of job satisfaction research examines job satisfaction as an 
independent variable to determine its impact on different dependent variables. 
Researchers indicate that job satisfaction is associated with organizational outcomes such 
as employee turnover, work stress, absenteeism, and job performance. Highly satisfied 
faculty will generally be innovative and motivated to establish and maintain an 
environment conducive to learning (Iiacqua & Schumacher, 1995).
Traditionally, a single scale has been used for both job satisfaction and 
dissatisfaction. The high end of the scale measures complete satisfaction, while the low 
end assesses complete dissatisfaction. However, the prevailing view of using a single 
scale to measure both job satisfaction and dissatisfaction has been challenged. Truell, 
Price, and Joyner (1998) have proposed that by exploring different facets of job 
satisfaction, areas of low satisfaction can be identified and thus can aid in improving job 
satisfaction.
A number of researchers have expressed the importance of monitoring faculty’s 
job satisfaction (Iiacqua & Schumacher, 1995; McBride, Munday, & Tunnell, 1992; 
Milosheff, 1990; Truell et al., 1998). Hill (1987) explored five facets of job satisfaction 
among community college faculty: work, supervision, co-workers, pay, and promotion.
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The level of job satisfaction with work, promotion, and co-workers are significant in 
explaining an individual’s commitment to a community college (Hill, 1987). Much of 
the research on job satisfaction has applied the two-factor theory (1959) of Herzberg et al. 
(e.g., Iiacqua & Schumacher; Truell et al.). Herzberg et al. proposed that job satisfaction 
is determined by intrinsic factors. In the educational setting, the intrinsic factors involve 
a direct link between faculty and their day-to-day routine. These factors include 
academic freedom, the job’s challenge of one’s skills and abilities, perceived 
meaningfulness of the work itself, academic ability of students, financial support for 
research, one’s ability to have a positive impact on others, positive feedback and 
recognition, and promotion opportunity (Iiacqua & Schumacher). The extrinsic factors 
comprise the background of one’s work or the environmental setting. Extrinsic factors 
affect the day-to-day job less but are always in the background. They include: 
administrative policies, supervision, salary, fringe benefits, interpersonal relationships, 
working conditions, job status, and job security (Herzberg, 1964).
The literature that follows will examine the past research into the impact of job 
satisfaction upon organizational commitment.
Organizational Commitment
Organizational commitment has been a popular research topic for decades 
(Randall, Fedor, & Longenecker, 1990). Organizational commitment is an important part 
of an employee’s psychological state, because employees who experience high 
organizational commitment demonstrate behaviors favorable to organizational 
effectiveness. Organizational commitment among employees is typically assumed to
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reduce withdrawal behaviors such as turnover, tardiness, and absenteeism (Mowday et 
al., 1979). Moreover, committed employees may be more likely to engage in extra-role 
behaviors, such as creativeness and innovativeness, which can enhance organizational 
performance and maintain organizational competitiveness (Katz & Kahn, 1978).
There is also growing recognition that the success of organizational change efforts 
may be dependent upon members’ attitudes as change has become a way of life for 
organizations and organizational members. An individual who is committed to the 
organization’s goals and objectives is more likely to (a) identify with and accept 
organizational change efforts, (b) take actions on his or her own initiative which will 
support the change effort, (c) be creative in his or her responses to change, and (d) act in 
ways that improve the organization’s flexibility to respond to environmental changes 
(Becker, 1992; Becker, Billings, Eveleth, & Gilbert, 1996; Meyer & Allen, 1997). 
Research by Becker et al. and Meyer and Allen has produced a compelling rationale for 
using commitment (i.e., loyalty) as a criterion variable in assessing the impact of 
organizational change on employee-organization relations. In particular, an individual's 
willingness to comply with the organization's rules, policies, and reward structures, his or 
her attachment to being socially affiliated with an organization and its members, and 
his/her institutionalization of values inherent in a change have been argued to influence 
the employee’s feelings toward an organization. Organizational commitment also 
influences the extent to which an individual will both perform jobs and experience 
swings in stress, cynicism, forms of workplace withdrawal (e.g., absenteeism and 
lateness), and ultimately, employee turnover (Becker et al.).
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Definition of Organizational Commitment
The concept of organizational commitment refers to the nature of the linking of a 
member to the organization. Definitions of commitment can vary a great deal. 
Organizational commitment can be categorized into attitudinal and behavioral approaches 
(Mowday, Porter, & Steers, 1982; Reichers, 1985).
Attitudinal commitment. Attitudinal commitment reflects the individual’s 
mindset process in determining his or her relationship with the organization. Through the 
mindset process, an individual develops one’s willingness to work with the organization 
and one’s level of affective attachment to an organization. Mowday et al. (1982) defined 
attitudinal organizational commitment as the individual’s identification with 
organizational goals and willingness to work towards the goals. One of the most popular 
measures of attitudinal commitment is the Organizational Commitment Questionnaire 
(OCQ) developed by Porter et al. (1974). The OCQ is designed to assess an individual’s 
desire to maintain organizational membership. In the attitudinal commitment research, 
most studies focus on identification of the antecedent conditions that contribute to the 
development of commitment and on behavioral consequences of this commitment 
(Mathieu & Zajac, 1990; Williams & Hazer, 1986).
Behavioral commitment. The behavioral approach involves the process of an 
individual becoming bound by his or her actions in the organization. Through these 
actions, an individual develops the belief that he or she must sustain the activities and be 
involved in the organization (Salancik, 1977). Behavioral commitment is the 
measurement of an individual’s intention to stay in an organization (Mowday et al.,
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1982). Becker’s (1960) side-bet theory about behavioral commitment indicates that 
individuals attach themselves to organizations through investments, such as time and 
efforts that make it too costly to leave. Behavioral commitment is the process by which 
individuals become locked into certain organizations and how they deal with the situation 
through behavioral acts (Mowday et al.). In research on behavioral commitment, the 
studies focus on identification of conditions under which a behavior that, once exhibited, 
tends to be repeated, as well as on the effects of such behavior on attitudinal change 
(O’Reilly & Caldwell, 1980).
Attitudinal and behavioral commitments are not independent. Many researchers 
argue that there is a cyclical relationship between these two types of commitment. That 
is, commitment attitudes lead to commitment behaviors, which in turn reinforce 
commitment attitudes.
Three Themes of Attitudinal Commitment
Organizational commitment also has been portrayed in at least three conceptually 
different manners by viewing commitment as a psychological state. These views are 
generally referred to as (a) the exchange approach, (b) the psychological approach, which 
is referred to as individual/organizational goal congruence, and (c) the normative 
approach, which is a function of morality and norms (Meyer & Allen, 1997; Reichers,
1985).
Exchange approach. The exchange approach sees commitment as the outcome of 
transactions of inducement and contribution between the organization and the 
organizational member. Commitment becomes a function of the cognitive evaluation of
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costs and benefits in maintaining organizational membership. The emphasis is on the 
instrumentality of membership as the main determinant of the members’ gaining 
advantage or disadvantage in this exchange process. Expected returns on the individual’s 
investment of time and effort in the organization, in addition to other rewards such as 
recognition, help create a bond between the individual and the organization. Costs that 
are incurred or opportunities that are given up may reduce an individual’s interest in 
maintaining organizational membership. From this approach, it is assumed that the 
greater the value of the exchange from the member’s perspective, the greater his or her 
commitment to the organization will be (Hrebiniak & Alutto, 1972).
Becker’s (1960) side-bet theory defines commitment as the tendency to engage in 
a consistent line of activity because of the perceived costs of doing otherwise. The 
perceived costs associated with leaving the organization would include such things as 
loss of attractive benefits and seniority, disruption of personal relationships, effort needed 
to find a new job, etc. The term side-bet has been used to refer to anything of value in 
which the individual has invested (e.g. time, effort, money) that would be lost or deemed 
worthless at some perceived cost to the individual, if he or she were to leave the 
organization (Meyer & Allen, 1984). Side-bets also involve the value of continued 
organizational membership for some unrelated aspect of their lives. For example, people 
may be unwilling to quit an organization for fear they will be perceived as “job hoppers” 
(Reichers, 1985). In this case, individuals make side-bets by staking their reputation for 
stability on the decision to remain with a particular organization. Generally, the longer 
an employee stays with an organization, the greater the accumulating side-bets.
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Commitment results include tenure, status, ranking, rewards, benefits, and organization- 
specific skills. The exchange theory of commitment is often used to explain significant 
relationships between organizational commitment and personal variables, such as age and 
tenure with an organization. The exchange approach itself does not make predictions 
about how well a committed person will perform in a particular organization.
According to Becker (1960) and others, organizations make side-bets for 
employees through practices that lock them into continued organizational membership. 
Such practices could only be considered a side-bet if the individual values them and is 
satisfied with them.
Psychological approach. This approach essentially sees commitment as occurring 
when individuals identify with and extend effort toward organizational goals and values. 
It concerns the processes of identification and the dedication of one’s own energy to the 
organization’s goals and values (Reichers, 1985). Organizational commitment is defined 
as “(1) a strong belief in and acceptance of the organization’s goals and values; (2) a 
willingness to exert considerable effort on behalf of the organization; and (3) a strong 
desire to maintain membership in the organization” (Mowday et al., 1979, p. 226).
“Willingness to exert effort” and “a desire to maintain membership” indicate 
behavioral intentions by committed individuals. This view has been referred to as 
affective commitment by Allen and Meyer (1990). This view of organizational 
commitment interprets loyalty not only as simply maintaining membership in an 
organization but also as being actively involved in organizational activities or jobs
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(Steers, 1977). This view has been used by researchers much more than the other two 
approaches.
Normative approach. The third view of organizational commitment focuses on an 
individual’s internalized normative pressures to act in a way that meets organizational 
goals and interests (Wiener, 1982). Normative commitment refers to an individual’s 
sense of obligation toward the organization. This conceptualization is characterized by 
the exertion of effort out of feelings of loyalty. Good performance is viewed as the right 
and moral thing to do (Wiener, 1982).
Allen’s and Meyer’s Model of Organizational Commitment
Although several conceptualizations of commitment have appeared in the 
literature, each reflects one of three general themes. Allen and Meyer (1990) have 
developed a three-component conceptualization of organizational commitment that has 
been labeled affective, continuance, and normative commitment.
Affective commitment. Affective commitment refers to an employee’s emotional 
attachment to, identification with, and involvement in an organization. Employees with 
strong affective commitment expend their energy on behalf of the organization, because 
they want to do so.
Continuance commitment. Continuance commitment is viewed as a tendency to 
engage in organizational activities based on the individual’s perceived costs or profit 
associated with continued participation or losses associated with leaving. Employees 
with strong continuance commitment expend their energy on behalf of the organization 
because they feel it is in their interest to do so.
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Normative commitment. Normative commitment refers to the belief that one is 
obligated to the organization after joining. Employees with strong normative 
commitment expend their energy on behalf of the organization, because they feel they 
should do so.
Affective, continuance, and normative commitment are not considered to be 
separate types of commitment distributed among employees. Rather, they are 
conceptually distinct and independent components of organizational commitment. An 
employee’s relationship with an organization might reflect varying degrees of all three 
(Meyer & Allen, 1997). For example, an employee might feel both an emotional 
attachment to the organization and a sense of obligation to stay, but also might recognize 
that leaving would be very difficult from an economic standpoint. Another employee 
might experience a considerable degree of desire and need to remain with the current 
organization. Organizational commitment develops slowly and gradually stabilizes over 
time as the employee gains experience with the organization. It is assumed that the 
development of each commitment component is relatively independent of the other two. 
Each component may develop as the result of quite different antecedents, and the 
development of one component does not necessarily affect the level of another 
component.
Although affective, continuance, and normative commitment reflect links between 
employees and the organization, the nature of the links may be different (Meyer, 
Paunonen, Gellatly, Goffxn, & Jackson, 1989). Those who have strong affective 
commitment may be willing to exert considerable effort on behalf of the organization,
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
33
while those who have been compelled to remain in the organization may do little more 
than the minimum required to retain their employment. Thus, employees with both 
affective and continuance commitment components may be less likely to be absent or 
quit, but the level of their service morale and attitudes may be quite different.
Factors Affecting Organizational Commitment 
The major focus of the commitment literature has been to identify antecedents of 
commitment from a variety of categories. These categories have included personal 
characteristics, work experiences, job characteristics, organizational factors, and role- 
related factors (Bateman & Strasser, 1984; Mathieu & Zajac, 1990).
Personal Characteristics
Several personal characteristics have been shown to contribute to organizational 
commitment. A partial listing includes age, tenure, gender, and marital status.
Age and tenure. Two somewhat related variables, age and tenure, have been 
discussed together by many researchers. Most investigations have demonstrated support 
for a positive correlation between employees’ age and tenure and their organizational 
commitment (Bedeian, Pizzolatto, Long, & Griffeth, 1991; Meyer & Allen, 1984; Reyes,
1989). In research done by Reyes dealing with school administrators, age and total years 
experience were positively related to organizational commitment. The more years of 
experience that an administrator had, the more committed he or she was to the school, 
and the older the administrator, the more committed he or she was.
Several interpretations of the age/tenure phenomenon have been proposed. One 
explanation focuses on the notion of side-bets, as mentioned previously. Some costs
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associated with leaving will increase over time (for example, seniority privileges, 
personal relationships). As the alternative employment opportunities decrease, the 
individuals might find the current employer becoming increasingly attractive. Typically, 
the older a person becomes, the less likely he or she is to give up the benefits and 
idiosyncratic credits associated with seniority, tenure, or status among his or her peers in 
order to enter the job market and compete with younger, and perhaps better trained, job 
candidates. The second interpretation is based on age conceptualizations of career stage, 
in which “age, or more generally work life experiences, shape occupational aspirations 
and concerns” (Bedeian et al., 1991, p. 155). Younger employees are not likely to have 
fully established their worth in the organization, so they generally do not hold positions 
of authority. It follows, then, that younger employees are generally more likely to be 
mobile and to have a lower psychological investment in the organization. Middle-aged 
employees generally engage in behaviors that encourage stability. Lastly, older 
employees more commonly engage in maintenance behaviors. A third interpretation is 
that organizational commitment increases with age and tenure due to a gain in self- 
confidence and job-related self-efficacy.
Age and tenure are found to be positively correlated with continuance 
commitment and affective commitment. Ritzer and Trice (1969) reasoned that side-bets 
should accumulate over time and that age and tenure should be the best indicator of 
continuance commitment. Other studies suggest that employees who are older and who 
have been employed longer with a particular organization have a stronger affective 
commitment to it (Porter et al., 1974; Meyer & Allen, 1984). However, no study has
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been found to support the correlation between age and tenure and normative 
commitment.
Gender. There appears to be no consistent relationship between gender and 
organizational commitment, although some researchers have proposed that males are 
more committed than females (DeCotiis & Summers, 1987; Reyes, 1989). However, 
Mathieu and Zajac (1990) reported that women tend to be more committed than men. 
Women may become more committed to an organization because they may have had to 
overcome more barriers than men to gain membership. This tendency is especially 
prominent when the female employee is married (Mathieu & Zajac). The costs 
associated with job mobility may be perceived as higher for a married woman, because 
leaving employment for another organization may mean leaving the community in which 
she lives (Steinhaus, 1992).
Marital status. It has been demonstrated that married employees are more likely 
to be committed to the organization than are single employees (Hrebeniak & Alutto, 
1972). It seems reasonable to predict that marital status may be more related to 
continuance commitment, because married employees are likely to have greater financial 
burdens. Married employees apparently perceive greater losses associated with job 
mobility; whereas, single employees see less risk in seeking employment alternatives.
For dual career couples, as they attempt to maintain stability in their family life, they may 
not be able to afford the risk of job mobility.
Academic rank and administrative duty. No literature has been found to support 
the influence of these two variables on organizational commitment.
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Work Experiences
Relationship with co-workers. The extent to which coworkers are perceived as 
possessing positive attitudes toward the organization has been shown to enhance 
individual commitment. Even if individuals initially hold values or beliefs different from 
those of the group as a whole, they behave according to group expectations and 
eventually adopt group attitudes as their own (Miller & Wagner, 1971). Thus employees 
may be socialized to act in a committed manner, begin to believe that they are, and 
eventually adopt the attitude of being committed to the organization.
Relationship with leader. A second interaction involves that of a group leader’s 
behavior toward subordinates. Supervisory feedback is an important component in 
clarifying an employee’s achievement for his or her work behaviors. A meta-analysis of 
antecedents of organizational commitment has reported moderately positive correlations 
for both leader initiating structure and consideration behaviors (Mathieu & Zajac, 1990).
Feedback. The knowledge of results is viewed as most closely linked to intrinsic 
motivation and positive work attitudes among specific populations. Monitoring and 
feedback give employees the benefit of knowing their outcomes. Feedback also gives 
employees an awareness that their job performance is known by others. As a 
consequence, employees feel more responsible for their actions, which, in turn, may 
influence their organizational commitment (Salancik, 1977).
Job Characteristics
Role conflict. Role conflict can be defined as the degree to which role 
expectations are incompatible or self-contradictory in some manner (Locke, 1976). A
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person feels that meeting one expectation will prevent him from meeting another and as a 
result may experience worry and tension. This incongruence may have a negative impact 
on the employee and in turn on organizational commitment. The definition of role 
conflict is varied. Sarbin (1968) identified role conflict as two types -  interrole conflict 
and intrarole conflict. Interrole conflict is defined as conflict due to simultaneous 
occupancy of two or more positions having incompatible role expectations. Intrarole 
conflict may result from contradictory expectations held by two or more groups of 
significant others regarding the same role or it may result from a single group holding 
simultaneously contradictory expectations of one role.
Due to faculty’s increased number of roles, role conflict may be a particularly 
important issue for faculty who hold an administrative duty. Role conflict also may be a 
serious problem for female faculty members who are married and have children. Role 
conflict has been reported to be significantly and negatively related to organizational 
commitment (Mathieu & Zajac, 1990).
Job autonomy. Job autonomy, or the extent to which employees believe they can 
exercise personal judgment in performing a job, fosters a sense of responsibility and a 
concurrent feeling of commitment toward accomplishing organizational goals. Mathieu 
and Zajac found a small positive correlation between autonomy and organizational 
commitment. Other researchers also have supported the idea that employees exercising 
more self-determination in performing their roles have more favorable attitudes toward 
their jobs, more responsibility toward meeting organizational objectives, and thus a 
greater degree of commitment (Hackman & Lawler, 1971; Hackman & Oldham, 1975).
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Relationship between Job Satisfaction and Organizational Commitment 
Although it is not clear whether enhanced job satisfaction leads to commitment, 
or whether increased commitment leads to greater job satisfaction, research indicates that 
organizational commitment and job satisfaction are associated with organizational 
outcomes such as turnover intentions, turnover, absenteeism, and job performance 
(Mathieu & Zajac, 1990; Testa, 2001). Job satisfaction could have a transitory effect as 
an affective reaction to a certain job. However, job dissatisfaction is not always viewed 
as a sufficient condition to terminate employment. Job satisfaction may be viewed as a 
determinant of organizational commitment when considering a job outcome. Then, 
turnover could be conceptualized as a result of lower levels of commitment. Although 
contradiction exists as to the causal sequence between organizational commitment and 
job satisfaction, it is clear that organizational commitment and job satisfaction are 
associated variables that affect organizational outcomes.
Many investigators have determined that job satisfaction causally precedes 
commitment (DeCotiis & Summers, 1987; Mathieu & Hamel, 1989; Williams & Hazer,
1986). Porter et al. (1974) suggested that job satisfaction represents a rather unstable and 
immediate affective reaction to the work environment, as compared to organizational 
commitment, which they consider to be a rather long-term, slower developing attitude 
toward the organization. Thus, there does appear to be some research suggesting that job 
satisfaction leads to organizational commitment.
There have been a few studies relevant to establishing the satisfaction- 
commitment relationship. A model developed by Steers (1977) described the antecedents
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and outcomes of commitment. According to this model, there are three main categories 
of variables that influence commitment. Personal characteristics included variables such 
as a need for achievement, age, and education. Work experiences, the second category of 
influences, described socializing forces that have an impact on attachments formed within 
the organization. This category included experiences related to group attitudes toward 
the organization and perceptions of personal investment in and worth to the organization. 
The third category, job characteristics, included job challenges, opportunities for social 
interaction, and feedback. Although Steers did not specifically include job satisfaction as 
an antecedent, he did propose that it would probably influence commitment more than 
would job characteristics.
Jiang (1996) studied the relationship between job satisfaction and organizational 
commitment of government accountants in Taiwan. He found that among the 
demographic variables, gender and age were significantly related to organizational 
commitment. He has also reported a significant positive relationship between job 
satisfaction and organizational commitment. Similar results were also reported in 
Chung’s (2001) research on the relationship between job satisfaction and organizational 
commitment among junior high school counselors. More specifically, the results of her 
study indicate that normative commitment has the highest positive correlation with job 
satisfaction followed by continuance commitment.
DeCotiis and Summers (1987) investigated a multivariate predictive model of 
organizational commitment. They grouped several correlates of organizational 
commitment together and labeled them personal characteristics and situational attributes
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including organizationally-mediated variables such as the organizational structure, 
organizational climate, and human resource processes. Support for the satisfaction- 
commitment relationship was reported in their study. The results showed that each of the 
facets of job satisfaction was significantly and strongly associated with commitment. Job 
satisfaction and commitment were linked with voluntary turnover. Moreover, 
commitment was found to be predictive of individual motivation and objective job 
performance.
Williams and Hazer (1986) developed a turnover model to describe the 
antecedents and consequences of satisfaction and commitment. They proposed that 
personal and work characteristics have no direct effect on turnover intentions. Their 
impact was only through their effect on satisfaction and commitment. They indicated 
that the primary mechanism through which these factors have been assumed to influence 
commitment was an exchange process. That is, “through a process of the evaluation of 
costs and benefits, individuals’ needs and desires are satisfied, and the resulting affective 
state becomes associated with the organization, which has provided the job and its 
associated characteristics and environment” (Williams & Hazer, p. 230). They propose 
that organizational commitment resulted from this association. Williams’ and Hazer’s 
model argued that satisfaction was a determinant of organizational commitment and that 
other personal and organizational characteristics influenced commitment indirectly 
through their impact on job satisfaction. The result of Williams’ and Hazer’s study 
showed that there was less support for a causal link from commitment to satisfaction than
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for a path in the reverse direction. From this perspective, job satisfaction may be 
considered a causal factor contributing to organizational commitment.
Summary
This chapter has reviewed the literature of three major issues: job satisfaction, 
organizational commitment, and the relationship between job satisfaction and 
organizational commitment.
Literature discussed in this chapter reveals that job satisfaction is an emotional 
state resulting from the measurement of difference between what one thinks he or she 
should receive and what one feels he or she actually receives in a given job. Job 
satisfaction is an employee’s perception of his or her work experience in the context of 
personal background and environmental factors. Because job satisfaction is a subjective 
and personal attribute, it is not easy to measure.
There are two major approaches that measure job satisfaction. A method to assess 
the overall attitudes of an employee toward work is called global satisfaction. However, 
it seems that the measurement of various facets of job satisfaction is more appropriate for 
measuring the overall job satisfaction and measuring the relationship of job satisfaction 
and organizational commitment.
The main theories discussed in this chapter included motivation and human needs 
theory, expectancy theory, and two-factor theory. From the perspectives of different 
theoretical approaches, researchers are able to identify different key attributes of a job 
that may contribute to the satisfaction of human needs. Many of the attributes of the 
work environment that are thought to be related to job satisfaction are those which meet
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the higher-order needs of self-esteem and self-actualization. The core dimensions of the 
work environment that are critical to the fulfillment of higher-order needs include skill 
variety, task identity, task significance, autonomy, feedback from the job itself, 
achievement, recognition, advancement, and responsibility. The studies of demographic 
variables on job satisfaction were also reviewed. These variables included age, gender, 
marital status, length of employment and academic rank. However, it seems that in 
studies using demographics alone to predict job satisfaction, the results are inconsistent 
and inconclusive.
Literature related to organizational commitment was reviewed in the second 
section. Organizational commitment is a critical element for work behavior and 
performance, because employees who experience strong organizational commitment 
identify with organizational goals, accept and support organizational decisions, and 
actively engage in organizational activities. The theoretical approaches to examining 
organizational commitment include attitudinal and behavioral factors. Attitudinal 
commitment points to the exchange approach, psychological approach, and normative or 
moral approach. Allen and Meyer (1990) conducted a three-component model of 
organizational commitment using the attitudinal approach and defined the three types of 
organizational commitment as affective, normative, and continuance commitment. Since 
1990, Allen’s and Meyer’s model of organizational commitment has become the most 
commonly studied.
The correlation of organizational commitment and antecedent variables was 
discussed. The antecedent variables were categorized as personal characteristics, work
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experiences, job characteristics, and role-related factors. Some research found that the 
influence of several variables on commitment was mediated by employees’ job 
satisfaction. Therefore, the job satisfaction survey used in this study that assesses faculty 
level of satisfaction includes variables of the work experience, job characteristics, role- 
related factors, and interpersonal process factors. These factors will be included in the 
job satisfaction survey in order to examine if job satisfaction can significantly predict 
organizational commitment.
This research examines the levels of job satisfaction and organizational 
commitment among faculty at Taiwan’s institutes of technology. Because faculty 
retention is a growing area of concern in Taiwan’s vocational education system, this 
research will provide important information on the relative importance of employee 
demographic variables on job satisfaction and organizational commitment and the 
correlation between job satisfaction and organizational commitment.




The purpose of this study was to explore faculty members’ job satisfaction and 
organizational commitment at Taiwan’s higher education institutions. This chapter 
describes the research design, sample, instrumentation, variables, and methods of data 
analysis that were used to conduct this study.
Research Design
This study was a quantitative study using a cross-sectional survey design.
Sample Selection
There are a total of 154 higher education institutions including 14 institutes of 
technology (4 public and 10 private) located in the Mid-Taiwan area (the Ministry of 
Education in Taiwan, n.d.). Due to the research budget and time constraints, the sample 
was selected using a stratified cluster random sampling technique. Five schools were 
randomly selected from the 14 institutes of technology in the Mid-Taiwan area. The lists 
of full-time faculty were obtained from the Office of Personnel in each of the five 
institutions. One hundred faculty members from each of the five institutions were 
selected to participate in this study, using a table of random numbers. Thus, a total of 
500 surveys were sent to the randomly selected faculty at each of the institutions.
Data Collection
After receiving approval to conduct the study from the IRB at the University of 
Nebraska (IRB# 068-03-EX), the 500 surveys which included the instrument and cover 
letter were mailed to the sample in March of 2003 (see Appendices B & C). A stamped
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envelope was also attached with the survey to allow the participants to conveniently 
return the survey to the school address where the researcher was employed. Each survey 
included a four-digit code that identified returned surveys to ensure that (a) each 
participant responded with only one survey and (b) a follow-up card was sent only to the 
non-respondents. The purpose of using the code was explained to the participants. The 
code was destroyed upon receipt of the survey. A follow-up postcard was mailed to non­
respondents reminding them to return the survey in April of 2003. The first mailing 
generated 326 usable surveys, a 65.2% return rate. The last mailing generated 28 more 
usable surveys for a grand total of 354, which provided an overall return rate of 70.8%.
Profile Characteristics 
A total of 354 subjects completed the survey. A description of the participants’ 
age, gender, marital status, length of employment, academic rank, and administrative 
duty appears in Table 1. There were more teachers in the 31 to 40 age group (179 or 
50.6%) than in any other age group, 6.2% were younger, 43.2% were older. The majority 
(58.5%) of the respondents were males. A total of 289 of the respondents or 81.6% were 
married, while 65 or 18.4 % of the respondents were single. The majority (58.8%) of the 
respondents worked in their current institution for 1-10 years. The majority (70.9%) of 
the respondents were instructors. Over half (66.1%) of the respondents had no official 
administrative duty.
Instrumentation
The questionnaire was divided into three parts. In addition to the demographic 
form, two instruments were included: A Faculty Job Satisfaction Survey developed by
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Table 1
Professional Characteristics of Faculty Members at Taiwan’s Institutes of Technology
Frequency Percent of Total
Age

















Full Professor 4 1.1%
Associate Professor 51 14.4%
Assistant Professor 45 12.7%
Instructor 251 70.9%
Teaching Assistant 3 0.8%
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(Table 1 continued)
Frequency Percent of Total
Administrative Duty
Top Administrator 24 6.8%
Secondary Administrator 24 6.8%
Administrative Assistant 72 20.3%
No Administrative Duty 234 66.1%
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the researcher and the Organizational Commitment Scales of Allen & Meyer (1990). A 
description of the questionnaire follows:
Demographics
The following demographic variables were included in this study: age, gender, 
marital status, length of employment, academic rank, and administrative duty (see 
Appendix D).
Faculty Job Satisfaction Survey
It is universally accepted that job satisfaction is the extent to which an individual 
is satisfied with different aspects of the job (Jayaratne, 1993). By exploring different 
facets of job satisfaction, areas of low satisfaction can be identified and thus can aid in 
improving job satisfaction (Truell et al., 1998). The job satisfaction instrument was 
developed from the research. This part of the questionnaire consists of 22 questions, 
answered on a 5-point Likert scale (see Appendix E). Each of the item indicators refers 
to a variable in the work environment, except question 22 which assesses the overall 
satisfaction with the job. These items also attempt to measure attitudes in the two areas 
that comprise the job satisfaction definition of the two-factor theory of Herzberg et al. 
(1959). The respondents indicated their levels of agreement with each variable in their 
current job. Five response alternatives were provided for each item: strongly disagree, 









Question #15. Ability utilization-teaching, 
Question #16. Ability utilization-research, 
Question #19. Achievement-student performance, 





Question #3. School administration and practices, 
Question #4. School administration and practices, 
Question #5. Co-worker,
Question #6. Working condition-for teaching, 
Question #7. Supervision,
Question #8. Benefit programs,
Question #10. Role conflict-workload.
Question #12. Social status,
Question #17. Role conflict (work-to-family) 
Question #18. Working conditions-in general.
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Overall satisfaction with a job.
Question #22.
Organizational Commitment Survey
This study adapted the Allen and Meyer (1990) three-component commitment 
construct to examine faculty’s level of organizational commitment (see Appendix F).
This instrument consists of 24 items which were factor analyzed into three subcategories: 
affective commitment, continuance commitment, and normative commitment. Eight 
items were selected for inclusion in each of the affective commitment scales, continuance 
commitment scales, and normative commitment scales. The survey instrument was 
translated into a Chinese version with the researchers’ permission (see Appendix G). 
While the instrument is based on the scales from the Allen and Meyer survey, the original 
contained a 7-point Likert scale that was reduced to a 5-point Likert scale to make it 
consistent with the faculty job satisfaction instrument.
Affective commitment is considered emotional attachment to the organization 
with which individuals identify and where they enjoy membership. This is measured 
using the affective portion (8 questions) of the Meyer and Allen Commitment Scale. The 
reliability for this scale has been reported as .87 using Cronbach’s alpha in a previous 
study (Allen & Meyer, 1990).
Continuance commitment is viewed as a tendency to engage in organizational 
activities based on the individual’s perceived costs or profit associated with continued 
participation or losses associated with leaving (Allen & Meyer, 1990). It is measured 
using the continuance portion (8 questions) of the Meyer and Allen Commitment Scale.
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The reliability for this scale has been reported as .75 using Cronbach’s alpha in a 
previous study (Allen & Meyer).
Normative commitment refers to a belief that one is obligated to an organization 
after joining.). It is measured using the normative portion (8 questions) of the Meyer and 
Allen Commitment Scale. The reliability for this scale has been reported as .79 using 
Cronbach’s alpha in a previous study (Allen & Meyer, 1990).
Validity
In order to overcome the language barrier of Taiwanese faculty members, the 
questionnaire was translated into a Chinese version. A review panel included ten 
Taiwanese faculty members with English proficiency serving at institutes of technology. 
They were asked o review the questionnaire for appropriateness and clarity to ensure 
content validity. The questionnaire for the panel review was written in both English and 
Chinese, so they could review the appropriateness of the translation, as well as the 
appropriateness of the items in meaning job satisfaction and work commitment.
Pilot Study
A pilot study was completed in February 2003. A Chinese draft of the 
questionnaire was mailed to 50 faculty members at Taiwan’s institutes of technology. 
The results of the pilot study identified misunderstandings, ambiguities, and unnecessary 
or inadequate items, and additional items were suggested. Necessary modifications in 
format and readability were made to the final questionnaire.
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Reliability
The reliability coefficient of the subscales for both instruments was computed by 
using Cronbach’s alpha on the data from the pilot study. Although Allen and Meyer 
(1990) have reported acceptable reliability for each subscale of the survey instrument, the 
researcher ran the Cronbach’s alpha because of possible cultural differences.
The researcher also ran the reliability for each of the scales and subscales on the 
data of the complete sample. The reliability coefficients for affective commitment, 
continuance commitment, and normative commitment were .29, .86, and .62, 
respectively. For the job satisfaction instrument, the reliability coefficient for the overall 
job satisfaction was .86. The reliability coefficients for extrinsic satisfaction and intrinsic 
satisfaction subscales were .71 and .75, respectively.
Variables
Demographics
The following demographic variables were included in this study: age, gender, 
marital status, length of employment, academic rank, and holding of an administrative 
duty or not.
Age. In this study, age was defined as the number of years a person has lived.
The question asked the respondent’s age for his or her next birthday in order to reduce 
confusion. This information was used as an independent variable in data analysis to look 
at the differences in the levels of job satisfaction and organizational commitment among 
faculty members.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
53
Gender. Gender, male or female, was also be used as one of the independent 
variables to look at the differences in the levels of job satisfaction and organizational 
commitment among faculty members.
Marital status. Marital status referred only to either being married or single. 
Separated, divorced, widow, etc. were not included in this question. Marital status was 
used as one of the independent variables to look at the differences in the levels of job 
satisfaction and organizational commitment among faculty members.
Length of employment. Length of employment referred to the total number of 
years one has worked as a faculty member at the current institution. In the present study, 
the length of employment was used as one of the independent variables to examine the 
differences in the levels of job satisfaction and organizational commitment among faculty 
members.
Academic rank. Academic rank referred to the faculty’s current job title. This 
category included professor, associate professor, assistant professor, instructor, and 
teaching assistant. Academic rank was used as one of the independent variables to 
examine the differences in the levels of job satisfaction and organizational commitment 
among faculty members.
Administrative duty. Administrative duty was defined as whether one had an 
administrative title or not. This category included a top administrator, a secondary level 
administrator, an administrative assistant, no administrative duty, or other. This variable 
was used to assess the differences in the levels of job satisfaction and organizational 
commitment among faculty members.
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Job Satisfaction
For this study, job satisfaction was computed by calculating the mean score that 
the subject received on the Faculty Job Satisfaction Survey developed by the researcher. 
The items in the questionnaire ranged from 1 to 5 as follows: l=strongly disagree, 
2=disagree, 3=neither agree nor disagree, 4=agree, 5=strongly agree. The researcher 
computed a mean score for each of the subscales: intrinsic factors and extrinsic factors. 
The scores collected from the Job Satisfaction Survey were used as dependent variables 
to examine their relationship with the selected demographic variables.
Organizational Commitment
Organizational commitment was computed by calculating the mean scores that the 
subject received on the Organizational Commitment Scales, consisting of three subscales 
including the Affective Commitment Scale, Continuance Commitment Scale, and 
Normative Commitment Scale. The scores were used as dependent variables to examine 
the relationship with the selected demographic variables.
Research Questions 
This study sought to answer the following questions:
1. What are faculty members’ level of job satisfaction in Taiwan’s higher education 
institutions?
2. What are faculty members’ level of organizational commitment in Taiwan’s 
higher education institutions?
3. Is there a significant relationship between faculty members’ level of job 
satisfaction and the following demographic variables: (a) age, (b) gender,
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(c) marital status, (d) length of employment, (e) academic rank, and (f) 
administrative duty?
4. Is there a significant relationship between faculty members’ level of 
organizational commitment and the following demographic variables: (a) age,
(b) gender, (c) marital status, (d) length of employment, (e) academic rank, and (f) 
administrative duty?
5. Can faculty members’ level of job satisfaction significantly predict their levels of 
organizational commitment?
Data Analysis
The data were analyzed using the SPSS for Windows 10.0 software.
For research questions 1 and 2, descriptive statistics, such as means and standard 
deviation, were calculated.
For research questions 3 and 4, independent t-tests were conducted for gender and 
marital status. One-way analyses of variance were conducted for academic rank and 
presence or absence of an administrative duty. Pearson product-moment correlation 
coefficients were calculated for the age and length of employment variables.
For research question 5, multiple regression analyses were conducted to 
determine what independent variables (intrinsic factors and extrinsic factors) significantly 
predicted affective, continuance, and normative commitment.
Because multiple statistical tests were conducted, the significance level was 
reduced to .01 to control for Type I errors.





This chapter reports the results of the data analysis in this study. The purposes of 
this research were to (a) determine faculty members’ levels of job satisfaction and 
organizational commitment; (b) assess if there were significant differences in faculty 
members’ levels of job satisfaction and organizational commitment when grouped by 
demographic variables (age, gender, marital status, length of employment, academic 
rank, and administrative duty); and (c) investigate the relationship between faculty 
members’ levels of job satisfaction and their levels of organizational commitment. This 
chapter addresses the research questions in the order that they were proposed.
Screening Data
Some surveys were excluded from the analysis because (a) respondents made 
multiple selections in the place where only one choice was expected, and/or (b) there 
were missing data, such as demographic information. This led to the elimination of 66 
surveys, leaving 354 usable surveys for the final data analysis. Some questions were 
worded in a negative fashion that asked respondents to mark high scores for a negative 
response. All scores obtained from negatively phrased items were recoded for ease in 
reporting and comparing data.
Findings Related to the Research Questions
The following section describes the findings related to each of the five research 
questions.
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Research Question 1 -  What are faculty members’ level of job satisfaction in Taiwan’s 
higher education institutions?
The Faculty Job Satisfaction Survey (see Appendix D) was used to give a 
measure o f overall job satisfaction. This part of the survey included 22 questions, 
answered on a 5-point Likert scale. Each of the items referred to a variable in the work 
environment, except question 22 which assessed the overall satisfaction with the job.
An overall level of job satisfaction was calculated by averaging the responses for 
all questions. Means and standard deviations were computed from the usable responses. 
The mean score on the 22-item scale dealing with faculty members’ overall level of job 
satisfaction was 3.52 (SD = 0.47). The same procedures were used to measure attitudes 
in the extrinsic and intrinsic areas that comprise Herzberg’s et al. (1959) two-factor 
theory of job satisfaction. The overall mean score on the 9-item subscale dealing with 
faculty members’ level of satisfaction with extrinsic factors was 3.40 (SD = 0.47). The 
overall mean score on the 12-item subscale dealing with faculty members’ level of 
satisfaction with intrinsic factors was 3.64 (SD = 0.52).
Total scores on the Faculty Job Satisfaction Survey revealed that the majority 
(55.6%; n = 197) of Taiwan’s faculty members expressed that they were generally 
satisfied with their job; among these, 54.5% (n = 193) marked “very satisfied” and 1.1% 
(n = 4) marked “satisfied”. There were no faculty members who saw themselves as “very 
dissatisfied” and only 2.3% (n = 8) rated themselves as “dissatisfied”. About 42.1%
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(n = 149) of the faculty members saw themselves as neither satisfied nor dissatisfied in 
their jobs. In general, Taiwan’s faculty job satisfaction scores fell in the “satisfied” area 
with a mean of 3.52 (SD = 0.47).
In order to determine sources of job satisfaction and job dissatisfaction, a 
hierarchy of the job satisfaction items was constructed by averaging each of the item 
scores from the faculty job satisfaction survey and ranking the items accordingly (see 
Table 2). Faculty indicated satisfaction with task significance, co-workers, and students’ 
achievement; at the bottom of the hierarchy were challenge, intra-role conflict, and 
general working conditions.
Question 2 -  What are faculty members’ level of organizational commitment in Taiwan’s 
higher education institutions?
The Organizational Commitment Scales, including the Affective Commitment 
Scale, Normative Commitment Scale, and Continuance Commitment Scale were used to 
measure the level of organizational commitment (see Appendix E). The overall mean 
score on the 8-item subscale dealing with faculty members’ affective commitment was 
3.17 (SD = 0.39). The overall mean score on the 8-item subscale dealing with faculty 
members’ continuance commitment was 3.69 (SD = 0.72). The overall mean score on 
the 8-item subscale dealing with faculty members’ normative commitment was 3.07 
(SD = 0.41). As a group, the faculty members operated primarily from the continuance 
commitment component, followed by the affective and normative commitment 
components.
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Table 2
Hierarchy of Sources of Job Satisfaction
Subscale No Item M SD
(Recoded M)*_______
Intrinsic 20 I feel that my teaching is very meaningful.
(task significance)
Extrinsic 5 I enjoy my colleagues, (co-workers)
Intrinsic 19 I feel good about my students’ academic
performance, (achievement)
Intrinsic 21 I feel a sense of pride in doing my job.
(achievement)
Extrinsic 1 My present salary is compatible with my
workload, (compensation)
Intrinsic 13 Being a faculty member in higher education
gives me opportunities and time to pursue 
developmental activities, (advancement) 
Intrinsic 15 My ability and skill are put to use in my
teaching, (ability utilization)
Extrinsic 7 My supervisor handles his/her employees in
a fair matter, (supervision)
Intrinsic 9 I have academic autonomy, (autonomy)
Extrinsic 10 I feel tension because I need to perform the
duties of teaching, research, service, and/or 
administration simultaneously as a faculty 
member. (R) (role conflict)
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(Table 2 continued)
Subscale No Item M
(Recoded M)*
SD
Extrinsic 12 Being a faculty member in higher education 
is an honorable career and gets respect from 
the society, (status)
3.5226 0.8943
Extrinsic 8 My institution offers adequate fringe benefit 
programs, (money)
3.4633 0.9551
Extrinsic 6 The learning environment and instructional 
facilities make the teaching and learning 
processes easier, (working condition)
3.4463 0.9272
Intrinsic 11 I get recognition for my accomplishments, 
(recognition)
3.4266 0.8884
Extrinsic 2 My position at this institution is secure, 
(security)
3.2373 1.0322
Extrinsic 3 The administration makes appropriate 
decisions, (school administration)
3.1667 0.9419
Extrinsic 4 The administration is efficient in execution 
of the decisions, (school administration)
3.1441 0.9895
Extrinsic 17 I experience a work-family conflict because I 
am required to put in long hours in order to 




Extrinsic 18 In general, I dislike the current work 









Note. Asterisk (*) denotes recoded mean.
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Table 3 includes the means and standard deviations for each item of the affective, 
continuance, and normative commitment subscales. On the affective commitment 
subscale, faculty members scored relatively high on questions such as: (1) I would be 
very happy to spend the rest of my career with this institution (M = 3 .94, SD = 0.92), and 
(8) I do not feel a strong sense of belonging to my institution (Recoded M = 3.93,
SD = 0.87). Faculty members scored relatively low on questions such as: (5) I do not 
feel like “part of the family” at my institution (Recoded M = 2.13, SD = 0.97), (6) I do 
not feel “emotionally attached” to this institution (Recoded M = 2.14, SD = 1.02), and (7) 
This institution has a great deal of personal meaning for me (M = 2.26, SD =1.11).
On the continuance commitment subscale, faculty members scored relatively high 
on questions such as: (9) I am afraid of what might happen if I quit my job without 
another one lined up (M = 3.98, SD = 1.06), and (13) Right now, staying with my 
institution is a matter of necessity as much as desire (M = 3.92, SD = 0.93). Faculty 
members scored relatively low on questions such as: (11) Too much in my life would be 
disrupted if I decided I wanted to leave my institution now (M = 3.44, SD = 1.07).
On the normative commitment subscale, faculty members scored relatively high 
on questions such as: (20) One of the major reasons I continue to work for this institution 
is that I believe that loyalty is important and therefore feel a sense of moral obligation to 
remain (M = 3.49, SD = 1.04). Faculty members scored relatively low on questions such 
as: (24) I do not think that wanting to be a “company man/woman” is sensible anymore 
(Recoded M = 2.17, SD = 0.92), and (19) Jumping from organization to organization 
does not seem at all unethical to me (Recoded M = 2.93, SD = 1.07).
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Table 3
Faculty Levels of Organizational Commitment
Subscale No Item M SD 
(Recoded M)*_____
Affective 1 I would be very happy to spend the rest of my
career with this institution.
Affective 2 I enjoy discussing my institution with people
outside it.
Affective 3 I really feel as if this institution’s problems are
my own.
Affective 4 I think that I could easily become as attached to
another institution as I am to this one. (R)
Affective 5 I do not feel like “part of the family” at my
institution. (R)
Affective 6 I do not feel “emotionally attached” to this
institution. (R)
Affective 7 This institution has a great deal of personal
meaning for me.
Affective 8 I do not feel a strong sense of belonging to my
institution. (R)
Continuance 9 I am afraid of what might happen if I quit my 
job without another one lined up.
Continuance 10 It would be very hard for me to leave my 
institution right now, even if I wanted to.
Continuance 11 Too much in my life would be disrupted if I 
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(Table 3 continued)
Subscale No Item M
(Recoded M)*
SD
Continuance 12 It would not be too costly for me to leave my 
institution now. (R)
Continuance 13 Right now, staying with my institution is a 
matter of necessity as much as desire. 
Continuance 14 I feel that I have too few options to consider 
leaving this institution.
Continuance 15 One of the few serious consequences of leaving 
this institution would be the scarcity of 
available alternatives.
Continuance 16 One of the major reasons I continue to work for 
this institution is that leaving would require 
considerable personal sacrifice.
Normative 17 1 think that people these days move from one
organization to another organization too often. 
Normative 18 I do not believe that a person must always be
loyal to his or her organization. (R)
Normative 19 Jumping from organization to organization does
not seem at all unethical to me. (R)
Normative 20 One of the major reasons I continue to work for 
this institution is that I believe that loyalty is 
important and therefore feel a sense of moral 
obligation to remain.
Normative 21 If I got another offer for a better job elsewhere,




















Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
64
(Table 3 continued)
Subscale No Item M
(Recoded M)*
SD
Normative 22 I was taught to believe in the value of remaining 
loyal to one organization.
3.1130 1.0875
Normative 23 Things were better in the days when people 
stayed with one organization for most of their 
careers.
3.1695 1.1289
Normative 24 I do not think that wanting to be a “company 




Note. Asterisk (*) denotes recoded mean.
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Question 3 -  Is there a significant relationship between faculty members’ level of job 
satisfaction and the following demographic variables: (a') age, (b) gender, (cl marital 
status, (d) length of employment. (e) academic rank, and (f) administrative duty?
Age. There was no statistically significant correlation between faculty members’ 
age and (a) their overall level of job satisfaction, r(352) = .135, p = .011 (two-tailed) or (b) 
their level of satisfaction with intrinsic factors, r(352) = .073, £ = .169 (two-tailed).
There was a statistically significant but small positive correlation between faculty 
members’ age and their level of satisfaction with extrinsic factors, r(352) = .168, p = .002 
(two-tailed).
Gender. There was no statistically significant difference between males and 
females on their overall level of job satisfaction and their levels of satisfaction with 
intrinsic or extrinsic factors (see Table 4).
Marital status. There was no statistically significant difference between single 
faculty members and married faculty members on their overall level of job satisfaction 
and their levels of satisfaction with intrinsic or extrinsic factors (see Table 5).
Length of employment. There was no statistically significant correlation between 
faculty members’ length of employment and (a) their overall level of job satisfaction, 
r(352) = .112, p = .035 (two-tailed) or (b) their level of satisfaction with intrinsic factors, 
r(352) = .062, p= 243 (two-tailed). There was a statistically significant but small positive 
correlation between faculty members’ length of employment and their level of 
satisfaction with extrinsic factors, r(352) = .137, p = .010 (two-tailed).
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Table 4
Relationship between Job Satisfaction and Gender 
Overall Satisfaction
Gender M SD n
Male 3.5441 .4816 207
Female 3.4910 .4508 147
t df E
Overall Satisfaction 1.050 352 .295
Intrinsic Satisfaction
Gender M SD n
Male 3.6694 .5217 207
Female 3.5949 .5203 147
t df E
Intrinsic Satisfaction 1.325 352 .186
Extrinsic Satisfaction
Gender M SD n
Male 3.4110 .4887 207
Female 3.3776 .4361 147
t df E
Extrinsic Satisfaction .664 352 .507
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Table 5
Relationship between Job Satisfaction and Marital Status 
Overall Satisfaction
Marital Status M SD n
Single 3.4329 .5156 65
Married 3.5422 .4566 289
t df E
Overall Satisfaction -1.702 352 .090
Intrinsic Satisfaction
Marital Status M SD n
Single 3.5675 .6184 65
Married 3.6544 .4972 289
t df E
Intrinsic Satisfaction -1.213 352 .226
Extrinsic Satisfaction
Marital Status M SD n
Single 3.3064 .4857 65
Married 3.4175 .4614 289
t df E
Extrinsic Satisfaction -1.737 352 .083
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Academic rank. There were no statistically significant differences among 
professors, associate professors, assistant professors, instructors, and teaching assistants 
on their overall level of job satisfaction, F(4 ,349) = 2.92, p = .021 or their level of 
satisfaction with intrinsic factors, F(4, 349) = 2.211, p = .067. There were statistically 
significant differences among professors, associate professors, assistant professors, 
instructors, and teaching assistants on their level of satisfaction with extrinsic factors,
F(4, 349) = 3.534, p = .008. Follow-up Tukey pairwise comparison tests indicated that 
associate professors had a higher level of satisfaction with extrinsic factors than 
instructors (p = .036). Table 6 presents the means and standard deviations for faculty 
members’ overall level of job satisfaction and their level of satisfaction with intrinsic and 
extrinsic factors across academic rank groups.
Administrative duty. There were no statistically significant differences among 
faculty members who take on administrative duty as a top administrator, a secondary 
level administrator, an administrative assistant, or those who do not take on any 
administrative duty on their overall level of job satisfaction, F(3, 350) = 3.564, p = .014 
or their level of satisfaction with intrinsic factors, F(3, 350) = 1.925, p = .125. There 
were statistically significant differences among faculty members who take on 
administrative duty as a top administrator, a secondary level administrator, an 
administrative assistant, and those who do not take on any administrative duty on their 
level of satisfaction with extrinsic factors, F(3, 350) = 4.882, p = .002. Follow-up Tukey 
pairwise comparison tests indicated that faculty members with a top administrator 
position had a higher level of satisfaction with extrinsic factors than faculty members
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Table 6
Relationship between Job Satisfaction and Academic Rank
Academic Rank M SD n
Overall Level of Job Satisfaction
Professor 3.8523 0.2660 4
Associate Professor 3.7023 0.5309 51
Assistant Professor 3.4768 0.4457 45
Instructor 3.4902 0.4546 251
Teaching Assistant 3.3636 0.4746 3
Level of Satisfaction with Intrinsic Factors
Professor 3.7500 0.2625 4
Associate Professor 3.8344 0.5579 51
Assistant Professor 3.6025 0.5230 45
Instructor 3.6038 0.5123 251
Teaching Assistant 3.5926 0.3572 3
Level of Satisfaction with Extrinsic Factors
Professor 3.8750 0.2764 4
Associate Professor 3.5686 0.5371 51
Assistant Professor 3.3463 0.3973 45
Instructor 3.3672 0.4553 251
Teaching Assistant 3.1111 0.5672 3
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who do not take on any administrative duty (g = .006). Table 7 presents the means and 
standard deviations for faculty members’ overall level of satisfaction and their level of 
satisfaction with intrinsic and extrinsic factors across administrative duty groups. 
Question 4 -  Is there a significant relationship between faculty members’ level of 
organizational commitment and the following demographic variables: (a) age, (b) 
gender, (cl marital status, (dl length of employment, (e) academic rank, and (f) 
administrative duty?
Age. There was no statistically significant correlation between faculty members’ 
age and (a) the affective organizational commitment subscale, r(352) = .038, g = .476 
(two-tailed), (b) the continuance organizational commitment subscale, r(352) = .094, 
g = .078 (two-tailed), or (c) the normative organizational commitment subscale, 
r(352) = .085, g = .112 (two-tailed).
Gender. There was a statistically significant difference between males (M -  3.22, 
SD = 0.40) and females (M = 3.10, SD = 0.36) and their scores on the affective 
commitment subscale, t(352) = 3.077, g = .002 (two-tailed). There was no statistically 
significant difference between males (M = 3.72, SD = 0.40) and females (M = 3.73,
SD = 0.36) and their scores on the continuance commitment subscale, t(352) = 0.788, 
g = .431 (two-tailed). There was a statistically significant difference between males 
(M = 3.11, SD = 0.39) and females (M = 2.99, SD = 0.43) and their scores on the 
normative commitment subscale, t(352) = 2.637, g = .009 (two-tailed).
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Table 7
Relationship between Job Satisfaction and Administrative Duty
Administrative Duty M SD n
Overall Level of Job Satisfaction
Top Administrator 3.8125 0.4379 24
Secondary Administrator 3.5417 0.5668 24
Administrative Assistant 3.5284 0.4716 72
No Administrative Duty 3.4883 0.4529 234
Level of Satisfaction with Intrinsic Factors
Top Administrator 3.8796 0.4859 24
Secondary Administrator 3.5972 0.6918 24
Administrative Assistant 3.6451 0.5240 72
No Administrative Duty 3.6159 0.5014 234
Level of Satisfaction with Extrinsic Factors
Top Administrator 3.7187 0.4381 24
Secondary Administrator 3.4757 0.5157 24
Administrative Assistant 3.4074 0.4583 72
No Administrative Duty 3.3529 0.4564 234
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Marital status. There was no statistically significant difference between single 
faculty members and married faculty members and their scores on the (a) affective 
commitment, (b) continuance commitment, and (c) normative commitment subscales (see 
Table 8).
Length of employment. There was no statistically significant correlation between 
faculty members’ length of employment at the institution and (a) their scores on the 
affective commitment subscale, r(352) = -.039, g = .468 (two-tailed) or (b) their scores on 
the normative commitment subscale, r(352) = .094, g = .078 (two-tailed). There was a 
statistically significant but small positive correlation between faculty members’ length of 
employment at the institution and their scores on the continuance commitment subscale, 
r(352) = .239, g < .0005 (two-tailed).
Academic rank. There were no statistically significant differences among 
professors, associate professors, assistant professors, instructors, and teaching assistants 
and their scores on the affective commitment subscale, F(4, 349) = 1.594, g = .175 or the 
normative commitment subscale, F(4, 349) = 0.985, g = .416. There were statistically 
significant differences among professors, associate professors, assistant professors, 
instructors, and teaching assistants and their scores on the continuance commitment 
subscale, F(4 ,349) = 3.60, g = .007. Follow-up Tukey pairwise comparison tests 
indicated that instructors had higher levels of continuance commitment than associate 
professors (g = .005). Table 9 presents the means and standard deviations for faculty 
members’ scores on the affective, continuance, and normative commitment subscales 
across academic rank groups.
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Table 8
Relationship between Organizational Commitment and Marital Status 
Affective Commitment
Marital Status M SD n
Single 3.1808 .3815 65
Married 3.1678 .3936 289
t df E
Affective Commitment 0.241 352 .810
Continuance Commitment
Marital Status M SD n
Single 3.5000 .7005 65
Married 3.7336 .7209 289
t df E
Continuance Commitment -2.372 352 .018
Normative Commitment
Marital Status M SD n
Single 3.0019 .3621 65
Married 3.0714 .4222 289
t df E
Normative Commitment -1.228 352 .220
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Table 9
Relationship between Organizational Commitment and Academic Rank
Academic Rank M SD n
Affective Commitment
Professor 3.5000 0.5103 4
Associate Professor 3.2525 0.3917 51
Assistant Professor 3.1833 0.3552 45
Instructor 3.1474 0.3933 251
Teaching Assistant 3.0417 0.3819 3
Continuance Commitment
Professor 3.5625 0.9270 4
Associate Professor 3.3995 0.7973 51
Assistant Professor 3.5472 0.6920 45
Instructor 3.7744 0.6941 251
Teaching Assistant 3.9583 0.6415 3
Normative Commitment
Professor 3.3750 0.7071 4
Associate Professor 3.0858 0.5077 51
Assistant Professor 3.0167 0.2927 45
Instructor 3.0583 0.4042 251
Teaching Assistant 2.8333 0.3819 3
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Administrative duty. There were no statistically significant differences among 
faculty members who take on administrative duty as a top administrator, a secondary 
level administrator, an administrative assistant, and those who do not take on any 
administrative duty and their scores on the affective commitment subscale,
F(3, 350) = 0.434, p = .729, the continuance commitment subscale, F(3, 350) = 0.738,
P = .530, or the normative commitment subscale, F(3, 350) = 0.736, p = .531. Table 10 
presents the means and standard deviations for faculty members’ scores on the affective 
commitment, continuance commitment, and normative commitment subscales across 
administrative duty groups.
Question 5 -  Can faculty levels of job satisfaction significantly predict their levels of 
organizational commitment?
Multiple regression analyses were conducted to determine if job satisfaction 
(extrinsic and intrinsic factors) significantly predicts affective, continuance, and 
normative commitment. Table 11 includes the correlations among the job satisfaction 
and commitment subscales.
The variables that were important in predicting faculty members’ level of 
affective commitment were their levels of satisfaction with extrinsic factors and intrinsic 
factors. The linear regression equation for the two predictor model is AFFECTIVE = 
1.936 + 0.14 (extrinsic) + 0.208 (intrinsic), R2 = .177. The variable that was significant 
in predicting faculty members’ level of continuance commitment was their level of 
satisfaction with intrinsic factors. The linear regression equation for the one predictor
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Table 10
Relationship between Organizational Commitment and Administrative Duty
Administrative Duty M SD n
Affective Commitment
Top Administrator 3.1823 0.3901 24
Secondary Administrator 3.0938 0.3089 24
Administrative Assistant 3.1979 0.3638 72
No Administrative Duty 3.1683 0.4072 234
Continuance Commitment
Top Administrator 3.5208 0.7378 24
Secondary Administrator 3.5833 0.8595 24
Administrative Assistant 3.6910 0.6537 72
No Administrative Duty 3.7190 0.7265 234
Normative Commitment
Top Administrator 3.0052 0.3639 24
Secondary Administrator 2.9688 0.5544 24
Administrative Assistant 3.0417 0.3536 72
No Administrative Duty 3.0785 0.4175 234
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Table 11
Relationship between Job Satisfaction and Organizational Commitment
Satisfaction Extrinsic Intrinsic Affective Continuance Normative
Satisfaction Pearson  R 1.000 9 4 3 ** .932** .422** .305** .336**
Sig. (2 -tailed) <0005 <.0005 <.0005 <.0005 <.0005
n 354 354 354 354 354 354
Extrinsic Pearson  r 9 4 3 ** 1.000 .764** .380** .250** .324**
Sig. (2 -ta iled ) <.0005 <.0005 <.0005 <.0005 <.0005
n 354 354 354 354 354 354
Intrinsic Pearson  r 932** .764** 1.000 .406** .305** .302**
Sig. (2 -ta iled ) <.0005 <.0005 <.0005 <.0005 <.0005
n 354 354 354 354 354 354
Affective P earson  r .422** .380** .406** 1.000 .234** .384**
Sig. (2 -ta iled ) <.0005 <.0005 <.0005 <.0005 <.0005
n 354 354 354 354 354 354
Continuance Pearson  r .305** .250** .305** .234** 1.000 .379**
Sig. (2 -ta iled ) <.0005 <0005 <.0005 <.0005 <.0005
n 354 354 354 354 354 354
Normative P earson  r .336** .324** .302** .384** .379** 1.000
Sig. (2 -ta iled ) <.0005 <.0005 <.0005 <.0005 <.0005
n 354 354 354 354 354 354
** Correlation is significant at the 0.01 level (2-tailed).
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model is CONTINUANCE = 2.148 + 0.424 (intrinsic), R2 = .093. The variables that 
were significant in predicting faculty members’ level of normative commitment were 
their levels of satisfaction with extrinsic factors and intrinsic factors. The linear 
regression equation for the two predictor model is NORMATIVE = 2.013 + 0.197 
(extrinsic) + 0.103 (intrinsic), R2 = .112.
Summary
The present chapter has reported the results of the proposed research questions 
concerning the relationship between faculty members’ job satisfaction and their 
organizational commitment. Two types of satisfaction were surveyed: intrinsic and 
extrinsic factors. Three types of commitment were surveyed: affective, normative, and 
continuance commitment. In addition, these factors were correlated with selected 
demographic variables, including age, gender, marital status, length of employment, 
academic rank, and administrative duty. The study’s findings are discussed and 
interpreted in Chapter 5.




Chapter V is divided into four sections. The first section summarizes the purpose 
of the study. The second section interprets the results. The third section includes 
recommendations for practice. The final section includes recommendations for research 
regarding job satisfaction and organizational commitment among faculty in Taiwan’s 
higher education institutions.
Purpose of the Study
The purpose of the study was to determine faculty members’ level of job 
satisfaction and organizational commitment and to determine if there were significant 
differences in faculty members’ level of job satisfaction and organizational commitment 
when grouped by demographic variables (age, gender, marital status, length of 
employment, academic rank, and the presence or absence of an administrative duty). 
This study was delimited to faculty members at five institutes of technology in the Mid- 
Taiwan area.
The research questions that guided this study included:
1. What are faculty members’ levels of job satisfaction in Taiwan’s higher 
education institutions?
2. What are faculty members’ levels of organizational commitment in Taiwan’s 
higher education institutions?
3. Is there a significant relationship between faculty members’ level o f job 
satisfaction and the following demographic variables: (a) age, (b) gender,
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(c) marital status, (d) length of employment, (e) academic rank, and 
(f) administrative duty?
4. Is there a significant relationship between faculty members’ level of 
organizational commitment and the following demographic variables: (a) age, 
(b) gender, (c) marital status, (d) length of employment, (e) academic rank, 
and (f) administrative duty?
5. Can faculty members’ level of job satisfaction significantly predict their level 
of organizational commitment?
Interpretation o f Results
Demographic Information
The demographic information added to an understanding of the faculty 
characteristics in Taiwan’s institutes of technology. The majority (70.9%) of the 354 
respondents were instructors while only 4 of the respondents or 1.1% were full professors; 
and a large percentage (58.8%) of the faculty had worked for their institutions less than 
10 years. This indicated that Taiwan’s institutes of technology had hired many 
instructors during the past 10 years so that they could change status from a junior college 
to an institute of technology. To change status from a junior college to an institute of 
technology, the faculty to student ratio must be 1:40, in general, and 1:25 for day school, 
and 21% or more of the faculty members must have the rank of professor.
Currently, many of Taiwan’s institutes of technology are trying to change status 
to universities. This need can be traced to (a) the huge expansion in higher education 
institutions, (b) the shrinking of the traditional-age college population, (c) the stronger
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reputation of universities when compared to institutes of technology, and (d) increased 
competition to recruit highly qualified students. To change status from an institute of 
technology to a university, 40% or more of the faculty members must have the rank of 
professor. Many institutes of technology must either encourage their faculty members to 
obtain doctoral degrees or terminate their instructors in order to hire professors. Such 
changes create increased pressure for all instructors and have the potential to influence 
affective, continuance, and normative commitment.
Level of Job Satisfaction
The results of this study indicated that most faculty members are satisfied with 
their current jobs. The faculty members’ overall level of job satisfaction scores fell in the 
“satisfied” area with a mean of 3.52 (SD = 0.47). Researchers indicated that job 
satisfaction is associated with organizational outcomes such as employee turnover, work 
stress, absenteeism, and job performance (DeCotiis & Summers, 1987; Mathieu & Zajac, 
1990). Taiwan’s faculty members’ job satisfaction may result in an increase in retention 
and a decrease in turnover costs.
Satisfaction in the changing world of work. Employee satisfaction/dissatisfaction 
in organizations not only affects employee retention but also influences their attitudes 
toward change. Highly satisfied faculty members will generally be innovative and 
motivated to establish and maintain an environment conducive to learning (Iiacqua & 
Schumacher, 1995). Taiwan’s faculty members’ level of job satisfaction may influence 
them to have a more positive reaction toward many forms of change. Recent years have 
seen some major changes in the vocational university system of the Taiwan, Republic of
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China. Institutes of technology are constantly looking for new ways in which to expand 
faculty members’ potential to work effectively because they are the key players in 
determining students’ satisfaction and retention.
There are some major changes occurring in Taiwan’s vocational institutions. The 
Ministry o f Education in Taiwan has launched a project of “Promoting University 
Academic Excellence” to encourage universities to make international connections with 
worldwide educational institutions for broadening students’ learning experience, 
sharpening faculty members’ professional knowledge and skills, and then improving the 
prestige of institutions (Tzeng, 2001). In addition, vocational institutions have been 
judged by their relationship with the labor market. Thus, faculty members have 
responsibilities not only in teaching, research, and service, but also in building 
relationships with labor markets. Nowadays, many institutes of technology are pushing 
their faculty to do research, compared to instructors whose primary job focuses on 
teaching at the junior college level. The study of job satisfaction is implicitly based upon 
the idea that satisfied workers, at all organizational levels, are important contributors to 
an organization's effectiveness and ultimately to long-term success (Spector, 1997). 
Conversely, dissatisfied workers are implicitly thought to make less of a contribution to 
the organization. Increased effectiveness in institutes of technology will be important to 
help them survive in the competitive educational market in Taiwan. In order to run more 
effectively, these institutes need to make some adjustments. The pressure for success at 
each institution ultimately falls upon motivating and training faculty members. Those
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highly satisfied faculty members in Taiwan’s vocational institutions may be innovative 
and open to change.
Areas of job dissatisfaction. In an effort to increase satisfaction levels, the areas 
of job dissatisfaction should be identified and improved. The areas of greatest job 
dissatisfaction as reported by the Taiwan faculty members were: (1) challenge, which 
was defined as being bored with their jobs; (2) inter-role conflict, which was the 
experience of work-family conflict because of long working hours; (3) the general 
working conditions; and (4) school administration and practices in making appropriate 
decisions and execution of the decisions. Among these, intra-role conflict, general 
working conditions, and school administration and practices are extrinsic factors. In 
general, faculty members tended to be more dissatisfied with their working environment 
than the financial support they received or professional acceptance. In order to increase 
satisfaction, Taiwan’s institutes of technology need to improve the working environment.
Areas of job satisfaction. When the Faculty Job Satisfaction constructs were 
ranked, the areas of greatest job satisfaction as reported by the Taiwan faculty members 
were: (1) task significance, which was defined as teaching is meaningful; (2) co-workers;
(3) achievement, which was defined as being able to see students’ academic performance;
(4) sense of pride in being a teacher; (5) compensation; and (6) advancement, which was 
defined as the opportunities and time to pursue developmental activities. Among these, 
task significance, achievement, sense of pride, and advancement are intrinsic factors 
based on Herzberg’s et al. (1959) two-factor theory. Task significance and achievement 
were also areas of greatest job satisfaction in the study by Chung (2001) of Taiwan’s high
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school counselors. The results of this study indicated that Taiwan’s teachers tended to be 
satisfied with professional acceptance and the financial support they received.
Conflicting with Maslow’s hierarchy of needs. The distinction between intrinsic 
and extrinsic satisfaction was made in this study. Extrinsic satisfaction is derived from 
salary, status, security, interpersonal relationships, supervision, and working conditions. 
The mean of faculty members’ level of satisfaction with extrinsic factors was 3.40 
(SD = 0.47). Intrinsic satisfaction is derived from actually performing the work and 
experiencing feelings of accomplishment, self-actualization, and identity with the task. 
The mean of faculty members’ level of satisfaction with intrinsic factors was 3.64 
(SD = 0.52). This study found little support for Maslow’s theory. The lowest level in 
Maslow’s hierarchy of needs contains the physiological needs, followed by safety needs, 
social needs, ego needs, and self-actualization needs. In general, the lower level needs 
must be fulfilled before higher-order needs can be satisfied. However, Taiwan’s faculty 
members were fairly satisfied with high-order needs, such as achievement and 
advancement, while they were less satisfied with lower level needs, such as working 
conditions. The findings of this study tend to support Alderfer’s ERG theory in which 
there is no hierarchy of needs and which argues that people work simultaneously to 
satisfy their existence, relatedness, and growth needs (Champoux, 2003).
Academic Rank. Administrative Duty, and Job Satisfaction
There were statistically significant differences among (a) faculty members’ 
academic rank and (b) administrative duty and their level of extrinsic satisfaction. 
Academic rank was found to be a significant variable in faculty members’ job satisfaction
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in a study by Tack and Patitu (1992). The results of this study indicated that associate 
professors had a higher level of extrinsic satisfaction than instructors. Faculty members 
with a top administrative position had a higher level of extrinsic satisfaction than those 
who did not take on any administrative duty. Taiwan has a fixed salary system in which 
length of employment and academic rank determine a faculty member’s compensation 
(see Appendix H). Also, a faculty member who participates in administrative duty and 
has a high ranking administrative duty can get additional benefits. Baldwin (1990) 
proposed that faculty attitudes toward their job change as their careers place different 
demands on them. A change in rank or job title may alter faculty members’ focus, 
concerns, and subsequent goals, and thus, may influence their affective attitudes toward 
their jobs. The fact that extrinsic job satisfaction increased with academic rank and 
administrative duty is logical because a change in rank or job title increases benefits and 
salary in Taiwan’s higher education system.
Levels of Organizational Commitment
Investments and cost considerations. The results showed that the faculty operated 
primarily from continuance commitment with a mean of 3.69 (SD = 0.72), followed by 
affective commitment with a mean of 3.17 (SD = 0.39) and normative commitment with 
a mean of 3.07 (SD = 0.41). This pattern indicates that Taiwan’s faculty members 
engage in organizational activities based on the individuals’ perceived costs or profit 
associated with continued participation or losses associated with leaving. Expected 
returns on the individual’s investment of time and effort in the organization, in addition
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to other rewards help create a bond between the individual and the organization (Allen & 
Meyer, 1997). This finding was expected in Taiwan.
Traditionally, affective commitment and normative commitment have been 
dominant because of the traditional Chinese social and ethical philosophy influenced by 
Confucianism. According to Confucianism, all human relationships involve a set of 
defined roles and mutual obligations. The relationships a person has in society determine 
or define moral action. Most Chinese appreciate ethical values such as selflessness, 
friendship, love, obedience, and sacrifice for others or for a common good. Thus, 
employees have a desire and obligation to maintain membership, and are willing to be 
actively involved in organizational activities or jobs for a common good. However, 
nowadays, more and more organizations are terminating employees, not for their poor 
performance but for economic reasons or organizational goals. Theoretically, more 
employees may be learning that employers care little about them. Therefore, employees 
may be learning that commitment to their employer will, in fact, not be rewarded. It is 
logical, then, that there may be a decreased level of affective and normative 
organizational commitment in modem society.
Alternative considerations. The results indicated that Taiwan’s faculty members 
operated primarily from continuance commitment. This also indicates that faculty 
members’ perceived availability of job alternatives is few. The perceived availability of 
alternatives is negatively correlated with continuance commitment (Allen & Meyer, 
1997). As reported above, the majority (70.9%) of the 354 respondents were instructors. 
Instructors who think they have fewer viable alternatives may have strong continuance
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commitment. Several events or actions can influence one’s perceptions of alternatives. 
For example, as indicated above, many institutes of technology want to change status to 
technological universities where more faculty members must have the rank of professor.
Multiple commitments and performance at work. Although no empirical study 
has been done to support the notion that continuance commitment is linked to negative 
work behaviors, it has been suggested that the effects of continuance and normative 
commitment might not be as long-lasting as affective commitment (Meyer & Allen,
1997). Continuance commitment might not have the same positive implications for on- 
the-job behavior and performance as affective commitment (Meyer & Allen, 1991). It is 
possible that strong continuance-committed employees believe they are trapped in a no 
choice situation, so they expend their energy on behalf of the organization in a passive 
and hopeless manner (Meyer & Allen, 1997). Affective commitment to the organization 
has the strongest and most consistent relationship with desirable outcomes, such as 
retention, performance, and citizenship (Porter et al., 1974; Wiener & Vardi, 1980). 
School management should pay attention to how different commitment develops and to 
anticipate the impact of a particular policy or practice on employees’ commitment. As 
many of Taiwan’s institutes of technology are trying to transform themselves to 
universities and must hire faculty with the rank of professor and terminate instructors, 
each institution should pay attention to foster a stronger sense of affective commitment in 
its faculty and staff.
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Inconsistent Response in Affective Commitment Construct
One issue that should be considered is that the responses to the eight questions in 
the affective commitment subscale were somewhat inconsistent. Respondents seemed to 
have some difficulties completing the measure; that meant the items assessing affective 
commitment might not make sense to the respondents in the context, especially for some 
reverse keyed items. In this study, Taiwan’s faculty members marked “disagree” on 
reversed questions such as: (4) I think that I could easily become as attached to another 
institution as I am to this one (M = 2.53, Recoded M = 3.47, SD = 0.94), and (8) I do not 
feel a strong sense of belonging to my institution (M = 2.07, Recoded M = 3.93,
SD = 0.87). However, faculty members marked “agree” on reverse keyed questions such 
as: (5) I do not feel like “part of the family” at my institution (M = 3.87, Recoded M = 
2.13, SD = 0.97), and (6) I do not feel “emotionally attached” to this institution (M = 3.86, 
Recoded M = 2.14, SD = 1.02). Perhaps the translated questions in the affective 
commitment portion of the instrument did not appropriately measure what was occurring 
in this sample. The definitions of “part of the family” and “emotionally attached” should 
be clarified in the translation process.
Organizational Commitment and Demographic Variables
Gender differences on affective and normative commitment. Some researchers 
have proposed that males are more committed to the work organization than females 
(DeCottiis & Summers, 1987; Reyes, 1989). This study also concluded that male faculty 
members have stronger affective commitment and normative commitment than female 
faculty members. This means that Taiwan’s male faculty members feel more emotional
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attachment and moral obligation to remain in the organization than female faculty 
members. This may be the result of differential sex role socialization in Taiwan.
Chinese society is mainly focused on the culture of men. Males are encouraged to 
practice values, such as respect for superiors and parents, loyalty to government, and 
keeping one’s place in society. The dignity of the man depends on the proper behavior 
for one’s position and role. Many things in Taiwan’s society may contribute to making 
women less committed to their jobs than men, including the view that women’s primary 
importance lies in their contribution to the family. Despite the rapid movement of 
women into the paid labor force, the care of the husband, children, and home is still 
women’s responsibility.
Lack of significant relationships on affective commitment. There was a 
surprising lack of significant relationships between affective commitment and personal 
characteristics. Affective commitment was not significantly related to age, marital status, 
length of employment, academic rank, and administrative duty. This conflicts with past 
research findings that affective commitment, which is indicative of an emotional 
attachment between the employee and the institution, significantly increases with 
employee age and length of employment (DeCotiis & Summers, 1987; Mathieu & Zajac, 
1990). The lack of significant relationships in this study may be reflective of the nature 
of this sample. Taiwan’s faculty members in higher education have not been as widely 
studied as other groups. Also, Taiwan’s faculty members have enjoyed a wide variety of 
job opportunities in the past. The mobility of faculty may reduce the influence of 
personal characteristics, such as length of employment and age on affective commitment.
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Continuance commitment and academic rank. Continuance commitment was 
significantly related to the personal characteristic of academic rank. No literature has 
been found to support the influence of academic rank on organizational commitment.
One hypothesized antecedent of continuance commitment is employees’ perception of 
employment alternatives; employees who think they have several viable alternatives will 
have weaker continuance commitment than those who think their alternatives are few 
(Meyer & Allen, 1997). The results indicated that instructors have higher levels of 
continuance commitment than associate professors. One explanation may be that faculty 
members with a higher academic rank become an attractive commodity for competitive 
employers and therefore have more opportunity to move to other institutions. In Taiwan, 
instructors with only a master’s degree have very few opportunities to find other teaching 
jobs in Taiwan’s higher education system because many of Taiwan’s institutes of 
technology are trying to transform themselves to universities and must hire faculty with 
the rank of professor. As alternative employment opportunities increase, faculty with 
higher academic ranks may find other public and research-oriented universities more 
attractive. This phenomenon is more apparent in Taiwan because Taiwan’s education 
system does not have a tenure system as the United States education system does. This 
explanation supports the fact that faculty with assistant and associate professorships have 
a higher turnover rate than instructors in Taiwan’s higher education institutions.
Job Satisfaction and Organizational Commitment
Job satisfaction as a predictor of organizational commitment. Although there is 
certainly a chicken-and-egg debate over issues regarding the relationship between job
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satisfaction and organizational commitment, several researchers have made the case that 
job satisfaction is a predictor of organizational commitment (Mathieu, 1988; Porter et al., 
1974). Commitment is more of a global response to an organization, and job satisfaction 
is more of a response to a specific job or various facets of the job. Therefore, 
commitment is more of an attachment to the employing organization as opposed to 
specific tasks, environmental factors, and the location where the duties are performed 
(Mowday et al., 1982). When discussed in these terms, commitment should be more 
consistent than job satisfaction over time. “Although day-to-day events in the work place 
may affect an employee’s level of job satisfaction, such transitory events should not 
cause an employee to reevaluate seriously his or her attachment to the overall 
organization” (Mowday et al., p. 28).
Satisfaction-commitment relationship. The statement of the problem in this study 
focused on whether there was a relationship between job satisfaction and organizational 
commitment. Theoretically there have been a few studies relevant to establishing the 
satisfaction-commitment relationship, which showed that satisfaction was a determinant 
of organizational commitment and that other personal and organizational characteristics 
influence commitment indirectly through their impact on job satisfaction (e.g., DeCotiis 
& Summers, 1987; Williams & Hazer, 1986). The statistical analyses of this study 
support the model by Williams and Hazer of job satisfaction as a determinant of 
organizational commitment. However, the relationship between organizational 
commitment and job satisfaction is weak. There may be other organizational factors that 
influence commitment, such as the policy to replace instructors with professors.
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Recommendations for Practice 
This study has provided findings related to the fields of job satisfaction and 
organizational commitment among faculty members in Taiwan’s institutes of technology. 
In light of the findings and information obtained from the relevant literature, the 
following actions are recommended to those in the field of educational administration and 
supervision in Taiwan’s vocational education system.
First, school administration should be aware of the sources of job satisfaction and 
dissatisfaction among faculty. By exploring different facets of job satisfaction, areas of 
low satisfaction could be identified and thus, could aid in improving job satisfaction 
(Truell et al., 1998). The results of this study indicated that faculty had less satisfaction 
on challenge, inter-role conflict, general working conditions, and school administration 
and practices in making appropriate decisions and execution of the decisions. The 
findings may encourage (a) school administrators to adjust the way of deciding the 
policies and to give faculty members an opportunity to become involved in the policy 
development process, thereby creating a feeling of ownership; (b) school managers to 
help faculty members learn why policies are important and identify employees’ 
perceptions of current policies through discussion, meetings, and interviews; (c) school 
administrators to reduce faculty members’ working hours; and (d) schools to invest more 
in teaching facilities.
Second, school administrators should continuously redesign the workplace and 
improve the way they manage their faculty and staff. There is a link between Human 
Resource Management practices and organizational commitment and job satisfaction
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(Meyer & Allen, 1997). The areas of Human Resource Management practices include 
recruitment and selection, socialization and training, assessment and promotion, and 
compensation and benefits (Meyer & Allen). Providing accurate information during the 
recruitment process, using socialization strategies designed to foster faculty members’ 
sense of self-worth and belongingness, and communicating during changes are some 
things that institutions can do to improve the way they manage their faculty and staff.
Third, some educational changes in Taiwan create increased pressure for all 
instructors and have the potential to influence their job satisfaction and organizational 
commitment. As indicated, one major change for Taiwan’s institutes of technology is 
that they are trying to change status to universities, and they must either encourage their 
faculty members to obtain doctoral degrees or terminate their instructors in order to hire 
professors. As institutes of technology begin to layoff the instructors, it may result in 
increased turnover among the organization’s most valued employees, which are those 
with professorships (Meyer & Allen, 1997). Institutes of technology should be cautioned 
as they begin to layoff the instructors.
Finally, the results of this study indicated that associate professors had 
significantly higher levels of satisfaction with extrinsic factors than instructors while 
instructors had higher levels of continuance commitment than associate professors. 
Nowadays, many institutes of technology are initiating financial support programs for 
faculty to pursue doctoral degrees. However, after those faculty members are promoted 
to assistant professor or associate professor, they become attractive to other higher 
education institutions; consequently, they become less committed to their institutions. It
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is obvious that the institutes of technology cannot get a return from their investment on 
faculty academic rank promotions when this is occurring. Therefore, those institutions 
should establish a contract system to require those promoted faculty members who have 
used the financial support program to pursue doctoral degrees to stay with the 
institutions.
Nonetheless, as the turnover rate of faculty with an academic rank of assistant 
professor or above becomes an expensive problem for Taiwan’s vocational institutions, 
this situation deserves the attention of the Ministry of Education. Taiwan’s higher 
education system is centralized. Not only public but also private institutions receive 
financial subsidies from the government. Moreover, the Ministry of Education regulates 
the tuition rate of both public and private institutions. Research-oriented universities 
have advantages over vocational institutions in terms of receiving more financial aid from 
the Ministry of Education. Because of strong governmental support, research-oriented 
universities have stronger reputations, cheaper tuition rates, better research and teaching 
facilities, and thus are attractive to faculty and students. The centralized management 
and the unfair appropriations from the Ministry of Education among universities and 
institutes of technology have induced those faculty members with professorships in 
vocational institutions to become job hoppers. Some faculty members with 
professorships may change their jobs very frequently because there are job openings 
waiting for them nationwide. The situation might become worse because the results of 
this study showed that Taiwan’s faculty members operated primarily from the 
continuance commitment. This means that Taiwan’s faculty members in vocational
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institutions engage in school activities based on their perception of the profit associated 
with continued participation or loss associated with leaving. In an effort to possibly 
increase the stability of faculty members in vocational institutions, Taiwan’s education 
authorities should rethink the impact of the centralized management and the imbalanced 
appropriations and resources on universities and vocational institutions.
Recommendations for Research 
Based on the delimitations of this study and analysis of the data, the following 
recommendations are made for further study:
First, the data used in this study were collected from five institutes of technology 
in the Mid-Taiwan area. Replication of this study with a larger sample, especially a 
national sample in Taiwan, is recommended.
Second, replication of this study focusing on the differences among faculty from 
public/private and universities/institutes o f technology is recommended. It would be 
interesting to see whether the same factors have an impact on faculty job satisfaction and 
organizational commitment when comparing public to private institutions and 
universities to institutes of technology.
Third, results of this study indicated that there were some relationships between 
job satisfaction and the three components of organizational commitment. Further 
research to determine the particular elements of intrinsic and extrinsic job satisfaction 
that affect faculty members’ commitment to the organization is recommended.
Fourth, some research suggests that organizations’ Human Resource Management 
(HRM) practices may influence employees’ commitment (e.g,; Gaertner & Nollen, 1989;
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Ogilvie, 1986). Further research to examine the link between employees’ perceptions of 
their institutions’ HRM practices, such as fairness of promotion, comparability of fringe 
benefits, and level of pay, is recommended.
Finally, a more complex study would need to focus on identifying the antecedents 
to each o f the components of organizational commitment from a variety of categories, 
such as personal characteristics, work experiences, job characteristics, and organizational 
factors.
Conclusion
The initial impetus for this study came from research suggesting that employees’ 
organizational commitment is related to productivity or work quality or both (Porter et al., 
1974; Wiener & Vardi, 1980). Williams’ and Hazer’s (1986) causal model of the 
antecedents of organizational commitment indicated that job satisfaction was a 
determinant of organizational commitment. The statistical analyses of this study support 
the model by Williams and Hazer of job satisfaction as a determinant of organizational 
commitment. An awareness of Taiwan’s faculty members’ job satisfaction and 
organizational commitment may (a) broaden our understanding of faculty members in 
Taiwan’s higher education institutions, (b) help faculty members cope with role 
expectations and adjust their patterns of commitment, and (c) provide an awareness for 
administrators about how to enhance faculty members’ levels of job satisfaction and 
organizational commitment.
Commitments have different forms. Organizational commitment has been 
portrayed in at least three conceptually different manners by viewing commitment as a
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psychological state. These views are generally referred to as (a) affective commitment, 
which is referred to as individual/organizational goal congruence; (b) continuance 
commitment, which is based on the exchange approach; and (c) normative commitment, 
which is a function of morality and norms (Meyer & Allen, 1997). By understanding 
how commitments develop and how they help shape attitudes and behaviors, 
organizations may be in a better position to anticipate the impact that administrative 
policies have on faculty and staff and to manage change more effectively.
In Taiwan’s rapidly changing and highly competitive environment, Taiwan’s 
higher education institutions find themselves always scrambling for competitive 
advantages. A stable and predictable faculty work force represents a valuable resource 
for Taiwan’s institutes of technology. Research regarding faculty work attitudes, such as 
job satisfaction and organizational commitment, is an important consideration for such 
institutes. In order to survive in Taiwan’s competitive higher education environment, 
each institute should begin with strategic thinking and planning to increase the 
membership of their organizations and find ways to retain membership over time.
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Appendix B -  IRB Approval
UNIVERSITY 1 0 F
Medical Center
NEBRASKA'S HEALTH SCIENCE CENTER 
A P artn er w ith  N ebraska H ealth  System
February 21. 2003
Institutional Review Board (IRB) 
Office of Regulatory Affairs (ORA)
Yu-Ching Huang 
10615 Ellison Plaza #5  
Omaha, NE 68134-1140
IRB#: 068-03-EX
TITLE OF PROTOCOL: The Relationship of Job Satisfaction' and  Organizational 
Commitment am ong Faculty at Taiwan's Higher Education Institutions
D ear Ms. Huang:
The IRB has reviewed your Exemption Form for the above-titled research project. 
According to the information provided, this project is exem pt under 45  CFR 46:101b, 
category 2 . You are therefore authorized to begin the research.
It is understood this project will be conducted in full accordance with all applicable 
section s of the IRB Guidelines. It is also understood that the IRB wiil be immediately 
notified of any proposed ch an ges that may affect the exem pt status of your research  
project.
P le a se  be advised that the IRB has a maximum protocol approval period of three  
y ea rs  from the original date of approval and release. If this study continues beyond  
the three year approval period, the project must be resubmitted in order to maintain an 
active approval status.
Sincerely,
Ernest D. Prentice, Ph.D. 
Co-Chair, IRB
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A cadem ic a n d  R esea rch  S erv ices 8uild ing  3 0 0 0  /  9 8 7 8 3 0  N eb ra sk a  M edical C en ter /  O m a h a . N E  68198 -7830  
4 0 2 -5 5 9 -6 4 6 3  /  FAX; 4 0 2 -5 5 9 -3 3 0 0  /  Email: irbora@ unm c.edu /  h ttp ://w w w .u n m c.ed u /irb
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Appendix C -  Survey Letter to Faculty
No. 11, Gungye Road, Dali City, Taichung, Taiwan 412, R.O.C. 
TEL: 886-4-24961100 FAX: 886-4-24961187 http://www.hit.edu.tw
Hsiuping Institute of Technology
IRB # 068-03-EX 
March 2003 
Dear Participant:
The purpose of this project is to learn more about how faculty feel about their jobs 
and about the institution for which they work. Each faculty member is an important part 
of a school. Your participation will provide information to current school leaders in 
redesigning the workplace. This study is being conducted as part of a doctoral 
dissertation research project. Your participation in this project is TOTALLY 
VOLUNTARY. If you participate, please be assured that ONLY I WILL SEE YOUR 
INDIVIDUAL RESPONSES. No person else will ever be allowed to see any of this 
information. The four-digit code on the final page is for tracking respondents and non­
respondents only. The four-digit sticker will be removed by the researcher upon receipt 
of the survey. Your choice to participate in this study will never affect your employment 
or affiliation with the institution where you currently work.
You will be asked to provide some background information about yourself and to 
give your opinion on a variety of statements. There are no right or wrong answers to the 
questions or statements in this survey. Remember, the value of this project depends on 
how honest you are in responding to the statements or questions. Both positive and 
negative reactions are of value. The important thing is what you feel to be the most 
accurate response for you personally. Please complete all of the questions. This study 
will require approximately 15 minutes.
THANK YOU FOR PARTICIPATING. If you have any comments or 
suggestions to make regarding this project, please feel free to contact me.
Sincerely,
Yu-Ching Huang
For more information, please contact: 
Yu-Ching Huang 
yuchinghuang@mail.imomaha.edu
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Appendix D 
Survey Instrument: Demographics 
Part III. Demographics
Please fill in the appropriate response for demographic items 1-6.
(1) Your gender (14S!) ) :
n Male ( J§ ) 
e  Female ( &  )
(2) Your age ( ) : (your next birthday)
years old ( M )
(3) Your marital status ( ) :
□ Single ( M M  ) 
e  Married ( BJ® )
(4) Your current academic title and/or rank ( ) :
e  Professor ( ) 
e  Associate Professor ( ) 
e  Assistant Professor ( ) 
e  Instructor ( ) 
e  Teaching Assistant ( )
(5) Number of years you have been employed at this institution ( ) :
vear (s) ( ¥  )
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
116
(6) Your current administrative position ( ) :
a Top Administrator ( — )
° Secondary Level Administrator ( — )
□ Administrative Assistant ( ) 
o None ( i  )
D Other (please indicate your administrative title )
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Appendix E
Survey Instrument: The Faculty Job Satisfaction Survey 
Part I. Faculty Job Satisfaction Survey
Instructions:
The following instrument contains 22 statements. Each question represents an 
individual’s level of satisfaction about different aspects of the particular organization for 
which he/she works. Please indicate the degree of your agreement or disagreement by 
circling a number to the right of each statement.
Circle 1 if you strongly disagree
Circle 2 if you disagree
Circle 3 if you neither disagree nor agree
Circle 4 if you agree
Circle 5 if you strongly agree
Statements Level of Agreement
(1) My present salary is compatible with my workload.
(compensation)
1 2 3 4 5
(2) My position at this institution is secure, (security)
1 2 3 4 5
(3) The administration makes appropriate decisions.
(school administration & practices)
1 2 3 4 5
(4) The administration is efficient in execution of the 
decisions, (school administration & practices)
1 2 3 4 5
(5) I enjoy my colleagues, (co-workers)
a m m v m m m * 1 2 3 4 5
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
118
(6) The learning environment and instructional facilities 
make the teaching and learning processes easier.
(working condition)
f t t V M V f l f i m  1 2 3 4 5
(7) My supervisor handles his/her employees in a fair 
matter, (supervision)
1 2 3 4 5
(8) My institution offers adequate fringe benefit 
programs, (benefit programs)
1 2 3 4 5
(9) I have academic autonomy, (autonomy)
1 2 3 4 5
(10) I feel tension because I need to perform the duties of 
teaching, research, service, and/or administration 
simultaneously as a faculty member. (R) (role 
conflict)
1 2 3 4 5
(11) I get recognition for my accomplishments.
(recognition)
1 2 3 4 5
(12) Being a faculty member in higher education is an 
honorable career and gets respect from the society.
(status)
1 2  3 4 5
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(13) Being a faculty member in higher education gives me 
opportunities and time to pursue developmental 
activities, (advancement)
1 2 3 4 5
(14) I am often bored with my job. (R) (challenge)
1 2 3 4 5
(15) My ability and skill are put to use in my teaching.
(ability utilization)
1 2 3 4 5
(16) My ability and skill are put to use in my research.
(ability utilization)
1 2 3 4 5
(17) I experience a work-family conflict because I am 
required to put in long hours in order to complete 
job-related tasks. (R) (role conflict)
1 2 3 4 5
(18) In general, I dislike the current work conditions. (R)
(working condition)
1 2 3 4 5
(19) I feel good about my students’ academic 
performance, (achievement)
, $ f l l M
1 2  3 4 5
(20) I feel that my teaching is very meaningful, (task 
significance)
1 2  3 4 5
(21) I feel a sense of pride in doing my job. (pride)
1 2 3 4 5
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(22) Overall, I am satisfied with my job.
^  «  *  -3^ —
♦References:
Herzberg, F., Mausner, B. & Snyderman, B. B. (1959). The motivation to work. New 
York: John Wiley & Sons.
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Appendix F
Survey Instrument: Organizational Commitment Scale
Part II. Organizational Commitment Scale 
(Adapted from Allen & Meyer, 1990)
Instructions:
Listed below is a series of statements that represent feelings that an individual might have 
about an institution of which they work. With the respect to your own feelings about the 
particular organization for which you work, please indicate the degree of your agreement 
or disagreement by circling the appropriate number in the right of each sentence.
Circle 1 if you strongly disagree
Circle 2 if  you disagree
Circle 3 if  you neither disagree nor agree
Circle 4 if you agree
Circle 5 if you strongly agree
Statements Level of Agreement
(1) I would be very happy to spend the rest of my career 
with this institution.
B o  1 2  3 4 5
(2) I enjoy discussing my institution with people outside it.
1 2 3 4 5
(3) I really feel as if  this institution’s problems are my 
own.
1 2 3 4 5
(4) I think that I could easily become as attached to another 
institution as I am to this one. (R)
3 a a w & ft« S ttM A N til*8 ’ . S*«»AiS®
* « - # .  1 2 3 4 5
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(5) I do not feel like “part of the family” at my institution.
(R)
1 2  3 4 5
(6) I do not feel “emotionally attached” to this institution.
(R)
1 2 3 4 5
(7) This institution has a great deal of personal meaning 
for me.
, * « * » * * .  1 2 3 4 5
(8) I do not feel a strong sense of belonging to my 
institution. (R)
1 2 3 4 5
(9) I am afraid of what might happen if  I quit my job 
without another one lined up.
1 2 3 4 5
(10) It would be very hard for me to leave my institution 
right now, even if I wanted to.
1 2 3 4 5
01) Too much in my life would be disrupted if I decided I 
wanted to leave my institution now.
1 2 3 4 5
(12) It would not be too costly for me to leave my 
institution now. (R)
1 2 3 4 5
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(13) Right now, staying with my institution is a matter of 
necessity as much as desire.
1 2 3 4 5
(14) I feel that I have too few options to consider leaving 
this institution.
1 2  3 4 5
(15) One of the few serious consequences of leaving this 
institution would be the scarcity of available 
alternatives.
£ ~ °  1 2 3 4 5
(16) One of the major reasons I continue to work for this 
institution is that leaving would require considerable 
personal sacrifice.
a a u u t t £ ] N * t t ± H 2 - .
1 2 3 4 5
(17) I think that people these days move from one 
organization to another organization too often.
1 2 3 4 5
(18) I do not believe that a person must always be loyal to 
his or her organization. (R)
A S JSBMfc a E ttH W ttB # *
# .  1 2 3 4 5
(19) Jumping from organization to organization does not 
seem at all unethical to me. (R)
MffsrafflAMR, 1 2 3 4 5
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(20) One of the major reasons I continue to work for this 
institution is that I believe that loyalty is important and 
therefore feel a sense of moral obligation to remain.
s i t t , m x n & n m - t m
1 2 3 4 5
(21) If I got another offer for a better job elsewhere I would 
not feel it was right to leave my organization.
® £StlK lo 1 2 3 4 5
(22) I was taught to believe in the value of remaining loyal 
to one organization.
1 2  3 4 5
(23) Things were better in the days when people stayed with 
one organization for most of their careers.
tnmnmx&m&m-mwfSLmmiBiBmei, w*
1 2 3 4 5
(24) I do not think that wanting to be a “company 
man/woman” is sensible anymore. (R)
1 2  3 4 5
*  3 * — « * » -------«  *  f * —
*References:
Allen, N. J., & Meyer, J.P. (1990). The measurement and antecedents o f affective, 
continuance and normative commitment to the organization. Journal of 
Occupational Psychology. 6 3 .1-18.






12/23/2002 04:15 PM EST
P * ;: .
Subject:Re: Asking survey permission
Dear Janice,
You are welcome to use our commitment measures in your research. There 
is no charge i f  they are being used for research purposes only. I have 
attached a copy of a recent meta-analysis of studies using the measures. 




Department of Psychology 
University of Western Ontario 
London, ON, Canada N6A 5C2 
Phone: (519) 661-3679 
Fax: (519) 661-3961
Email: meyer@uwo.ca
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Appendix H
Monthly Salary in Taiwan’s Higher Education
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Additional Income / Credit Hour
P o s i t i o n F u l lP r o f e s s o r
A s s o c i a t e
P r o f e s s o r
A s s i s t a n t
P r o f e s s o r I n s t r u c t o r
B a s i c  R e q u i r e d  
C r e d i t  H r s  / W e e k 9 10 1 1 12
A d d i t i o n a l  
I n c o m e / H o u r  
( D a y  S c h o o l )
$ 7 9 5
(US$23.04)
$ 6 8 5
(US$19.86)
$ 6 3 0
(US$18.26)
$ 5 7 5
(US$16.67)
A d d i t i o n a l  
I n c o m e / H o u r  
( E v e n i n g  S c h o o l )
$ 8 0 0
(US$23.19)
$ 6 9 0
(US$20.00)
$ 6 3 5
(US$18.41)
$ 5 8 0
(US$16.81)
A d d i t i o n a l  
I n c o m e / H o u r  
( W e e k e n d  S c h o o l )
$ 8 0 0
(US$23.19)
$ 6 9 0
(US$20.00)
$ 6 3 5
(US$18.41)




Adapted from the Personnel Office of Hsiuping Institute of Technology
By: Yu-Ching Huang 
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